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Teacher absenteeism is a major concern in many school districts around the
country. There have been numerous studies on the topic, but we as educators are still
dealing with the problems of teacher absenteeism. To get a good understanding of teacher
and administrator perceptions of this problem, a quantitative research approach was used.
Quantitative data was gathered using a questionnaire with 28 Likert scale questions. One
hundred teachers and three administrators participated in this part of the study. In
addition, structured questions were used to interview three teachers and three
administrators.
Multiple regression analyses were conducted to determine which predictor
variables presented in the demographic section of the questionnaire contributed to
variation in the various dependent variables, e.g. attendance. All multiple regression
analyses were performed at the .05 level of statistical significance. The t-test for
attendance indicated that the predictor variable, age, was statistically significant and

could be concluded that the older the teacher, the less absenteeism. The t-test for
attendance indicated that the predictor variable, degree, was statistically significant and
could be concluded that the higher the degree, the less absenteeism. The t-test for
operating procedures indicated that the predictor variable, years of experience, was
statistically significant and could be concluded that the more experience, the more
familiar were teachers with the operating procedures of the school. The t-test for training
indicated that the predictor variable, years experience, was statistically significant and
could be concluded that the more experience, the more inclined regular teachers were for
substitute teacher training.
The survey responses revealed many similarities between the teachers and
administrators. Teachers and administrators believe there is reduced student achievement
taking place when there are substitute teachers in the classroom. Because of this, all
teachers and administrators feel the need for extensive professional development for
substitute teachers. Teachers and administrators agree that student attendance is affected
by substitute teachers in the classrooms. From all points of view, it is strongly believed
that operational procedures are greatly affected when several regular teachers are absent
at the same time and substitutes are in their classrooms.
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CHAPTER I
INTRODUCTION

Teacher absenteeism has been an ongoing dilemma in education over the years.
Teacher absenteeism causes an educationally unsound and unanticipated interruption in
the continuity of the educational process and is a poor example to students (Harclerode,
1979, as cited in Webb, 1995). Even though most educators are afforded sick and
personal days, there are many educators that use sick or personal leave days for anything
but being sick or personal, and there are many consequences that come with abuse of
these entitlements. Throughout the nation, each educator has a set number of sick leave
days along with several personal days. Sick leave days are for just that: sickness. Personal
leave days are for occasions such as funerals and occurrences that can not be avoided.
The generosity of leave days provided by districts leads to a major problem dealing with
teacher absenteeism; that problem would be the more days allotted to teachers the more
likely teachers are to abuse the policy (Pitkoff, 2003).
There have been studies conducted on predicting absenteeism in the workplace.
Steel and Rentsch (1995) used the variables of biographical information (age, education
level, and gender), attitudinal information (such as job satisfaction and job involvement),
and stress levels (as measured by an author-developed instrument) to try and predict
absenteeism over a 70 month period (Hovey, 1999). Biographical variables and
attitudinal measures significantly predicted long-term absenteeism (Steel & Rentsch,
1

1995). Teacher absenteeism has been linked to strained school district budgets and
declining student achievement. It also breaks the rhythm of regular instruction, reduces
productive class time, and increases the need for student remediation (Lewis, 1981, as
cited in Webb, 1995). When a teacher is absent, a substitute teacher must be secured.
This is a detriment to school districts by having to pay a substitute teacher while still
paying a contracted teacher. Also, substitute teachers are usually not highly trained in the
field in which they are substituting; as a result, student achievement may suffer while
having unqualified substitute teachers. Jacobson (1990) stated that, “Substitutes are rarely
as effective as the regular teachers they replace, therefore, valuable instruction time is
lost” (p.80). Hovey (1999) reiterates this fact when he stated that “the issue of teacher
absenteeism has become more and more of a concern as it not only causes school districts
to spend many hours scrambling to find qualified substitutes to properly cover empty
classrooms, but also interrupts the daily learning and education of students”(p.10). Lewis
(as cited in Hovey, 1999) reported on a national level that on any given school day, more
than 200,000 school employees don’t show up for work. Approximately 75 million hours
of contact time between students and teachers annually are lost because of teacher
absenteeism. Warren (1988) reported that on a given day, as many as eight percent of a
school’s teachers are absent, requiring the services of a substitute teacher.
Hovey (1999) states that teacher absenteeism affects students and their ability to
bond with the teacher in hopes of building a trusting relationship that will lead to a more
effective learning environment. Researchers such as Lewis (1981) have stated that the
regular learning program as well as the quality of education suffers when the regular
classroom teacher is replaced with a substitute teacher. In classes where teachers were
2

absent the most, one would find that students were failing the most (Pitkoff, 1993). From
the standpoint of teachers being role models for students, it is very important for teachers
to show responsibility by being at work everyday. Hovey (1999) parallels this idea by
noting
since teachers are role models for children, it becomes difficult to establish the
importance of daily student attendance when the teacher is often from the
classroom . . . . This fact is also evident to the public. Public knowledge of highteacher absenteeism also presents a credibility problem with both students and
parents . . . . Teachers are the backbone of the school, and the success of the
school is significantly related to a school faculty that is in attendance and working
collaboratively to provide educational programs, both curricular and
extracurricular, for students. (p. 11)

Problem Statement
Researchers have determined that instruction suffers when teachers are absent
from their classes and that a substitute teacher generally cannot maintain the continuity
and quality of instruction that the regular classroom teacher can (Pitkoff, 2003). Also,
Pitkoff explains that the typical student spends the equivalent of one full year during the
K12 experience under the supervision of substitute teachers. The focus of this study is to
determine teachers’ and administrators’ insights of teacher absenteeism and to utilize this
study to provide information to improve substitute teacher performance and improve
continuity in the instructional program.

3

Research Questions
1. What are the best predictors of teachers’ perceptions of teacher absenteeism as
measured by the instrument, Perception of the Impact of Teacher Absenteeism
using the following predictor variables (a) age, (b) gender, (c) educational degree
level, and (d) years experience?
2. What are the best predictors of administrators’ perceptions of teacher absenteeism
as measured by the instrument, Perception of the Impact of Teacher Absenteeism,
using the following predictor variables (a) age, (b) gender, (c) educational degree
level, and (d) years experience?
3. From the point of view of teachers, how does teacher absenteeism affect (a)
student attendance, (b) instruction time, (c) student achievement, (d) student
discipline, (e) substitute teacher training, (f) interruption of the school routine, and
(g) school climate?
4. From the point of view of school administrators, how does teacher absenteeism
affect (a) student attendance, (b) instruction time, (c) student achievement, (d)
student discipline, (e) substitute teacher training, (f) interruption of the school
routine, and (g) the school climate?

Purpose of the Study
The purpose of this study is to examine the affect of teacher absenteeism on
teachers and administrators as measured by the questionnaire Perceptions of the Impact
of Teacher Absenteeism. In addition, three principals and three teachers were interviewed
in three schools in a rural school district in northeastern Mississippi and asked to respond
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to a set of structured interview questions on the effects of teacher absenteeism on school
operations.
Conducting research on teachers’ and administrators’ affects of teacher
absenteeism is meaningful for several different reasons. There is a paucity of research
studies done on this topic where the results have actually been applied to the workforce.
The study of this topic alone would not be complete without application of the results to
improve the effects of absenteeism.
Research was conducted to gather interview data from principals and teachers in
three schools in a rural school district in northeastern Mississippi. Personal interviews
were conducted relative to how teacher absenteeism affects (a) student attendance, (b)
instruction time, (c) student achievement, (d) student discipline, (e) substitute teacher
training, (f) interruption of the school routine, and (g) the school climate?

Definitions of Terms
To help the reader understand the terminology of the study, a list of definitions
was developed.
Absenteeism - The chronic absence from school or work. (Hoovey, 1999)
Administrative Experience – The number of years of experience as a school
administrator.
Chronic Absence – Absences beyond the district leave policy.
Educational Degree Level - The relative position, rank, or height on a scale given by an
institution of learning upon completion of a course of study.
Incapacity - Inability to work, attend school or perform other regular
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daily activities due to 1) a serious health condition, 2)) treatment for a serious health
condition, or 3) recovery from a serious health condition.
Instructional Level – Grade level taught.
Perception – The mental impression of something perceived. The immediate knowledge
obtained from perceiving (Webster, 1999, p. 581).
Student Attendance – The regularity of a student’s presence at an institute of learning.
Substitute Teacher – Someone that takes the place of the regular teacher.
Teacher Absenteeism – The regularity of a certified teacher missing work.
Teaching Experience – The number of years a teacher has in the classroom.

Significance of Study
Why study teacher absenteeism? A major advantage of this particular study would
be for the benefit of teachers, school administrators, and other policy makers. Although
their perception of teacher absenteeism is probably evident, it should help them to have
feedback from teachers on how they feel about the subject. There are negative
consequences that occur because of a teacher’s irregular rate of attendance. These
consequences would include the financial impact on school districts, substitute teachers,
an increase in disciplinary matters, and above all, lower student achievement. It is of the
utmost importance that this topic receive attention not only to curb the problem of teacher
absenteeism, but to help alleviate the problems stated earlier. The significance of this
study is that it could be used as a tool to understand the problem of teacher absenteeism
and to help offset the negative results of teacher absenteeism through substitute teacher
training.

6

Limitations
One limitation relates to the use of the instrument, Perception of the Impact of
Teacher Absenteeis. One of the Likert scale items, the third choice, is neutral. This gives
the respondent an option to opt out of the question without giving a positive or negative
answer. In addition, it is assumed by the researcher that all responses reflected the true
perceptions of the participants.
Delimitations
The delimitations of this study are: (a) the pool of volunteers was limited to a
single school district, and (b) the survey section was limited to only three teachers and
three administrators.
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CHAPTER II
REVIEW OF RELATED LITERATURE

In the very simplest form, it is necessary to define absence and absenteeism.
There is a need to do this because each school district may perceive these two terms
differently. The many different definitions cited in several studies are one of the biggest
problems dealing with and identifying teacher absenteeism. Hoovey (1999) claims that
attempts to gather data have found that school districts may not use the same criteria in
counting job absences or may utilize different definitions that further hinder the
interpretation of absence data.
Webster’s Dictionary and Thesaurus (1997) defines the term absence as being
absent, not present, inattention, and absenteeism as the chronic absence from something,
such as school. In public school education, absenteeism generally refers to any day
missed from work as a result of sickness, injury, personal necessity, jury duty, and any
other time, whether authorized or unauthorized, away from the job (Hoovey, 1999).
Gibson (1986) has another take on teacher absenteeism. Gibson states, “The absence of
events are a subclass of the events that constitute the behavior of workers” (p.111). He
also states that a teacher’s absence may be considered legitimate per contractual
provisions if the teacher is truly unable or unavailable to work, or illegitimate if a teacher
is unwilling to work even though able and available to do so. Absenteeism, as a subclass
of absence, could be considered an act of volition, decision, or choice.
8

Understanding Absenteeism
All students have the right to receive a good education in this country. According
to the National Council on Teacher Quality, the typical student spends the equivalent of
one full year during the K-12 experience under the supervision of substitute teachers.
Along those same lines, Adams (1999) stated that in highly impacted schools, at-risk
students are spending closer to 13.5% of the school year with a substitute teacher, which
amounts to almost two years of their K-12 education.
Jacobs and Kritsonis (2007) stated,
absenteeism is a complete loss to the educational system. According to The
District Management Council (2004), ‘teachers average approximately two weeks
out of the classroom per year due to sick days, personal days, and other excused
absences’ and ‘districts pay for substitute salaries, recruiting, administrative tasks,
and absent teacher salaries’. (p.3)
Norton (1998) states the problem of teacher absenteeism is an increasing concern
among the nations’ educators. He describes substitute teaching as the third highest-ranked
serious problem facing school personnel directors and named teacher absenteeism as the
number one ranked problem encountered. Hawkins (2000) argued, “If administrators
view student achievement as the most important aspect of education, school districts
should implement incentives to reinforce teacher attendance which, in turn, will increase
student achievement; this alone will reduce much of the dire need for substitute teachers”
(p.9). Jacobson (1990) made the point that substitutes are rarely as effective as the regular
teachers they replace; therefore, valuable instruction time is lost and student achievement
may suffer as a result. The real problem with high levels of teacher absenteeism would be
9

that chronic teacher absenteeism sends an underlying message to students that school
attendance is not important (Uehara, 1999). It is a proven statistic that teacher
absenteeism has a negative correlation with student achievement and that the presence of
a classroom teacher is an important factor in education, especially for average-achieving
students (Lewis, 1981). Hawkins echoes this statement by saying, “one of the clearest
answers lies not in the enforcing of professional development classes for discovering
new teaching styles, but in maximizing the consistent attendance of the permanent
teacher” (p.3). Uehara also states that teacher absenteeism is related to both student
absenteeism and student achievement. There are many variables related to teacher
absenteeism. Some of those variables would be age, years of experience, instructional
level, student discipline, student productivity, and stress.

Age and Absenteeism
Just as every other occupation in society, age has been a topic of study in
determining its influence, if any, on rates of teacher absenteeism (Webb, 1995). Dealing
with the general public, Goble’s (1976) dissertation at the University of Maryland studies
workers’ absences in a Delmarva broiler processing plant. The results showed that while
older workers had more absences, they generally had fewer unexcused absences. The
average age of the educator that misses too many days is questionable. All indication is
that age and the relationship of teacher absenteeism is inconclusive with much of the
empirical evidence having mixed results. The results of a study by Bridges (1980)
showed the older teacher is absent less frequently although the older teacher may be
absent more days at one time.
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Along those same lines, the Chamber of Commerce of Greater Newark, New
Jersey, conducted a study involving Newark schools. They came up with an average
percentage of teacher absences of all ages to be 6.8 percent of the school year. Unicomb
(1992) undertook a study involving 273 elementary and secondary teachers. The
difference in absentee levels as the age group of teachers varied was not found to be
significant, but women and men did reveal different patterns of absenteeism with age.
The number of absences claimed by female teachers increased with age. Male teachers,
on the other hand, claimed more days in their 30’s than any other age (Calvert, 2001).
Conversely, in the same study, the senior teachers in New Jersey sixty years of age or
older had an absence rate of 10.3%.
Martocchio (1989) conducted a study on age-related differences in teacher
absenteeism. This study used meta-analysis to quantitatively synthesize individual effect
sizes of the age-absence relationship based on absence frequency and time lost, as well as
to explore the effect of demand and employee sex as they relate to the age-absence
relationship. The results indicated that both voluntary and involuntary absences were
inversely related to age. Conversely, a different study by Ehrenberg, Ehrenberg, Rees, &
Ehrenberg (1991) studied 700 school districts in New York. The results of this study
showed that teachers 55 years of age or older were absent less often. The results of this
report also reported the absenteeism was because of district leave provisions and
allowances made for accumulated leave. Webb (1995) recalled Richardson’s 1980 study
that examined teacher attendance at eight Dallas secondary schools. This proved to be
another example of the consistency of age and teacher absenteeism. After reporting that
teachers over fifty years of age took the fewest number of days off, while teachers in their
11

early thirties had the most absences, it was concluded that age and attendance were
related.
Another part of Ehrenberg et al (1991) report looked at a different angle of
teacher absenteeism. In this part of the study the author studied over 700 school districts
in New York and expected to observe teachers accumulating sick leave days when they
are young and then spending them as they near retirement. Instead, he found that the
greater the proportion of teachers older than 55, the lower the usage of sick leave. Webb
(1995), states that in opposition to all of these age-related studies, other researchers have
reported that there exists no significant independent relationship between teacher
absenteeism and age. Redmond (1978) found no relationship between age and teacher
absenteeism; this agreed with the findings of Bridges and Hallinan (1978); Coller (1975),
and Bundren (1974).

Instructional Level
The instructional level taught is also a key factor in teacher absenteeism. Hovey
(1999) wrote that “in almost every case, research indicates that elementary teachers have
higher rates of absence than secondary teachers” (p.11). Porwoll (1981) stated that as
early as the 1959s and 1960s, studies have shown that elementary teachers displayed a
higher rate of absenteeism as secondary teachers. Porwoll also looked at junior high and
senior high teachers separately. He found when these two groups were separated, junior
high teachers were found to be absent more often than senior high teachers. There was a
close relationship to the elementary and the middle school teachers’ absenteeism and a
significant difference between those and the senior high school level (Compton, 2001).
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Conversely, Bundren (1974) stated in her study of Clark County, Nevada, that there was
no significant difference in absenteeism related to teachers’ grade level assignments.
There have been several studies done in the Northeast part of the United States on
this topic. In 1978, Redmond researched the Fort Madison Community School District in
Iowa and was unable to relate grade level taught and absenteeism. Also in 1978, the
Pennsylvania School Board Association conducted a study that dealt with more than
25,000 teachers. The results of this study indicated only a slight difference in elementary
and secondary teacher’s absences. Along those same lines, Malick conducted a study in
1996 of 754 elementary and middle school teachers. The middle school teachers had a
slightly higher absentee rate than that of elementary. Elementary and middle school
teachers averaged 8.3 days absent from work per year while secondary teachers averaged
8.2 days missed per year. Of these days, Jones (1989), based on a three-year ex post facto
examination of teacher rates of absenteeism, found that secondary teachers used more
personal leave than elementary teachers, leaving the possibility that the lower use of sick
leave at the secondary level is really being traded off for personal necessity leave.
Unicomb (1992) and Worthington (1997) did separate studies on instructional
level and absenteeism and came up with close to the same results. Unicomb’s research
dealt with 273 teachers in nine schools. These results showed higher levels of
absenteeism for elementary teachers than for secondary teachers. Worthington’s study
was nearly the same. Worthington used ANOVA on his data to determine the
significance of teacher absenteeism and the instructional level taught (Compton, 2001).
The determination was that there was a significant difference between the absentee rate
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of elementary and senior high school teachers. Elementary teachers had a significantly
higher number of absences than the high school teachers in the study.
Eckard (1983) conducted a study that randomly selected approximately 1,200
teachers from public schools. The results of his study found no difference between the
elementary and secondary teachers’ absences. A little further south, Turbeville (1987)
conducted a study in South Carolina. This study concentrated on 480 randomly selected
teachers from 97 districts throughout the state. The results of this study revealed no
significant difference when teacher absenteeism was addressed for elementary and
secondary teachers. The data for this study was obtained by the Leader Behavior
Description Questionnaire and Teacher Information Sheet. In the same report that
Unicomb (1992) discussed the relationship of teacher absenteeism and age, he also tries
to show a relationship between teacher absenteeism and grade level taught. Unicomb
concluded his study of 173 teachers’ absence data by identifying grade level taught as the
most significant predictor of short-term absences. According to his research, elementary
teachers are absent more than secondary teachers. Leave for state employees is regulated
by the Family and Medical Leave Act of 1993 (see Appendix A). Employees of the
Houston School district is regulated by the Houston School District Leave Policy (see
Appendix B).

14

Stress and Burnout
Society has increased its demands on the educational system (Rasmussen, 1995).
Stress has been identified as the body’s nonspecific response to any demand placed on it,
whether that demand was pleasant or not. Seyle (1988, as cited in Rasmussen, 1995)
stated that a moderate amount of stress was essential for human motivation and
achievement; however, long-term stress was detrimental and eventually led to severe
physical or psychological illnesses. Stress, in the teaching profession, could lead to high
teacher absenteeism, lack of commitment, abnormal desire for vacations, cynicism, low
self-esteem and an inability to take school seriously (Maslach, 1985). In the education
profession, Borg (1991, as cited in Rasmussen, 1995) stated that educators today are
expected to cure society’s ills, prepare young adults for life in a complex, technological
society, and to have accomplished all of these tasks for salaries not commensurate with
their education. Peterson (2000) stated, “research has shown that to combat teacher
absenteeism caused by burn-out, stress, or the abuse of available teacher leave, districts
that have implemented an incentive program instead of a ‘use them or lose them policy’,
have lower teacher absenteeism rates” (p.4). Peterson relates a report done by Freeman
and Grant in which a district increased staff attendance by 16 percent and saved $165,000
by the use of incentives (Hawkins, 2000). Hawkins also stated that providing alternative
pay incentives for attendance and creating methods of recognition for teachers will
markedly increase teacher attendance; thus, school districts will save money, and students
will ultimately benefit from more consistency in the instruction they receive.
When the words stress and burnout are used, the first image to come to mind
would be an educator that has been in the business for 40 years. Also adding to the stress,
15

Longhurst, Sorenson, & Smith (2000) reported that many times permanent teachers
frequently come to school ill because they have little trust in what will happen during a
school day when a substitute is employed. Scholars define teacher burnout as a condition
caused by depersonalization, exhaustion, and a diminished sense of accomplishment
(Schwab, Jackson, & Schuler, 1986). Merriam-Webster’s Collegiate Dictionary (1998)
defines stress as a physical, chemical, or emotional factor that causes bodily and mental
tension. Teaching is a high stress job because many of the conditions which determine
teacher effectiveness lie outside of their control and because a high level of continual
alertness is required (Haberman, 2005). The way individuals deal with stress is important
to maintain good health. Taking time off work when the individual is not verifiably ill
may be a way of coping with unpleasant conditions that could harm that person’s health.
Haberman described the external causes of stress in educators: ambiguous role
expectations; unreasonable time demands; large classes; poor staff relations; inadequate
buildings and facilities; salary considerations; lack of resources, and fear of violence or
disruptive students.
Rasmussen (1995) points to the fact that students in low socio-economic areas
come to school without the necessary readiness experiences or language skills needed to
learn the expected. The results of one study reported the lack of student discipline and
lack of student motivation was the primary source of teacher stress and the most
significant predictor of burnout (Gonzales, 1997). Haberman (2005) described the
behavioral definition of burnout as a condition in which teachers remain as paid
employees but stop functioning as professionals. In addition to problems that exist in
schools, several demographic characteristics are also related to burnout: teachers’ age,
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teachers’ level of education, and the number of years married have significant mediating
effects on stress and burnout. Also, in a study of elementary school teachers, lack of
social support, negative classroom climate, work overload and lack of participation in
decision-making were identified as significantly related to teacher burnout. This study
also compared year-round and traditional school calendars and found no differential
effects on teacher burnout (Walker, 1998).
There have been several studies done on the topic of teacher stress and burnout,
and most come up with the same results. Coates and Thoreson (1976) found several
factors attributed to teacher burnout: the challenge of maintaining discipline, the
challenge of gaining the students’ affection, insufficient knowledge of the subject matter,
insufficient materials or making mistakes, and relating to the faculty, administrators, and
students’ parents. A similar study was conducted by Rex (1990) that revealed several
other causes of teacher stress: student discipline, negative student attitudes toward school,
physical violence, inadequate preparation time, lack of resources, incompetent
administration, lack of clear role definition, and heavy workloads were all found to be
sources of teacher stress and burnout.
When dealing with teacher stress and burnout, there are many factors involved.
One factor would be the physical climate and leadership of a school or school district.
Organizational climate has been defined as the collective personality of a school; the
atmosphere as characterized by the social and professional interactions within it (Norton,
1998). In obvious cases, school districts where the teachers feel appreciated and content
will be less likely to experience high levels of staff absenteeism. Norton’s research found
when job satisfaction is positive staff personnel are motivated toward serving the
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organization and goal achievement. Such an attitude leads to improved attendance.
Eisenberg, Huntington, Hutchinson, and Sosa (1986) studied specific themes that dealt
with climate and teacher absenteeism. They found that professional support increases
efforts to meet goals by way of better attendance. Employees who believed their input
and time were valued tended to be absent less often.
As is the case in any professional organization or any group with a leader,
teachers will only live up to their potential with a strong leader. The principal of a school
has the largest impact, whether that impact is positive or negative. Norton (1998) says
that school leaders should introduce support measures that serve to improve working
conditions for employees. Provisions for the airing of grievances, student discipline,
evaluation of performance, and feedback on work performance are examples of such
support measures.

Achievement and Absenteeism
It seems to be an obvious correlation – student achievement and teacher
absenteeism. The obvious assessment would be the more a teacher misses work, the
lower the test scores for that class. To reiterate this point, School Library Journal (2008)
asked Harvard researcher Raegen Miller six questions about this topic: (a) what impact
does teacher absenteeism have on student’s test scores? Miller reported, “schools serving
concentrations of students living in poverty tend to have higher levels of teacher absence.
Teacher absence compounds equity problems in public schools” (p.1), (b) do substitute
teachers have lower credentials than regular teachers? Miller responded, “North Dakota is
the only state that requires substitute teachers to have the same credentials as regular
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teachers. Roughly 20 states do not even require substitutes to have baccalaureate
degrees” (p.1), (c) doesn’t all of this contradict NCLB which requires highly qualified
teachers? Miller responded, “the phrase ‘highly qualified’ is a somewhat foggy notion in
the first place…this is certainly part of the inequity story that NCLB is meant to throw
sunshine on, if nothing else” (p.1), (d) how many absent teacher days does it take to
really affect kids’ learning? Miller responded, “my research offers evidence that
unplanned absences, when the likelihood of high-quality subs, lesson plans, and
coordination between the teacher and substitute is lowest, have a much greater negative
impact on student achievement. Also, absences in the months preceding the achievement
tests have a greater impact on achievement” (p.1), (e) are there certain subjects more
affected than others? Miller’s response stated, “the impact on mathematics is greater than
on ELA, this is because students have lots of exposure to language and text outside of the
classroom, but most of their exposure to mathematics happens in the classroom” (p.1).
The above responses by Miller were the result of a study by Miller, Murnane, and
Willet (2006). This study estimated the “causal impact of teacher absences on the
mathematics achievement of urban elementary school students” (p.1). Their analyses
used two years of data on fourth grade teachers. They used “three identification strategies
to account for a potential correlation between the number of days that a teacher is absent
from school and her unobserved skill level” (p.3). The first strategy specified “fixed
effects for teachers. The second strategy used indicators of weather conditions in the
vicinity of a teacher’s home, the length of a teacher’s home-to-school commute, and
interactions between them as instruments for teacher absence” (p.5). Their third strategy
combined the first two strategies. Their results “indicate that the first ten days of teacher
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absence cause students’ mathematics achievement to decline by 0.15 of a standard
deviation” (p.9).

Substitute Teachers
Ostapczuk (1994) stated, “given the reported significance that substitute teachers
play in our educational system, it is interesting to note that in general the views of this
profession remain less than positive” (p.3). Yet the influence substitute teachers have on
students and the educational system can be significant and is growing. With that said, it is
not a very reassuring fact that substitute teachers are currently in 274,000 of our nation’s
classrooms each day based on a 10% absenteeism rate (Staffing Industry, 1999). Cox,
Donihoo, &Gresham (2007) said, “Even though No Child Left Behind (NCLB) does not
require it, parents should expect that all substitute teachers have earned a bachelor’s
degree, hold full state certification, and have proven competency in the content areas they
teach” (p.29). On the other hand, many districts allow people to substitute even if they
have never stepped in a higher learning facility. This fact is why Woods (1997) stated
that the moment a substitute teacher is called to replace an absent teacher, everyone
begins to experience feelings of uncertainty. No one - the absent teacher, school
administration, the students, or the substitute teacher knows what the day will be like.
The substitute teacher will do the best he can under the circumstances, but no one truly
welcomes the situation.
In one study, substitute teacher inability was the main factor for lower grades in
classes with high teacher absenteeism. In 1979, Sylwester studied 940 elementary and
secondary teachers that indicated there was a higher rate of absenteeism in elementary as
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compared to senior high teachers. He stated this could be in part due to the lack of
competent substitutes in the more specialized fields of study in addition to the teacher’s
desire of not wanting to work with a substitute who couldn’t handle the subject matter
(Compton, 2001). One school of thought on substitute teachers is that a major
disadvantage of substitute teaching is the lack of a peer group to which substitutes can
relate. Warren stated that substitutes are generally rotated among many different schools
and consequently lose the opportunity to develop a level of professional camaraderie with
a particular school’s faculty members. Without the opportunity for faculty interpersonal
relations, the substitute is left with a feeling of exclusion and a lack of professional
enrichment. Along these same lines, Woods (1997) stated, “temporary employment of
one or two days prevents the substitute teacher from getting to know each student’s
learning needs and strengths” (p.2). The fact that upper grade levels show less
absenteeism than lower grade levels, again, has in part to do with incompetent substitute
teachers. The National Education Association (2005) reported that in 77% of school
districts across the country substitute teachers are given no training at all. Also, half of
public schools serving minority children fill teaching vacancies with long-term
substitutes. There are several knocks on substitute teachers: substitute teacher’s lack of
knowledge of the school, lack of knowledge of their colleagues, and lack of knowledge of
children with difficulties. These three characteristics have to do with higher rates of
teacher attendance in the upper grade levels. Ostapczuk (1994) outlined the 7 most
recommended areas of opportunity for improving substitute teaching: (a) provide
substitute teachers inservice training on topics such as discipline and classroom
management, (b) improve the collaboration between the substitute teacher and school
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district (c) provide evaluation of, and feedback to, substitute teachers on the services they
render (d) improve the school’s substitute recruitment procedures, e.g. interview,
establish criteria (e) provide a substitute teacher’s handbook on school rules and policies
and (f) provide role clarification and clear expectations of all substitute teachers.

Substitute Teacher Training
“Skillful substitute teachers are critical to student achievement, especially in
today’s high-stakes accountability environment” (Cox, Donihoo, & Gresham, 2007, p.
29). Another point Cox et al made is that teachers are absent from duty, some for short
periods of time and others for lengthy time frames, schools may find it difficult to meet
high academic and accountability standards without prepared substitute teachers. On that
same thought, with No Child Left Behind, school districts need to make its priority that
all teachers and substitute teachers are highly qualified (Darling-Hammond and Berry,
2006). It is vital for school districts to provide an effective, comprehensive training
program for its substitute teachers. But, as Longhurst, Smith, & Sorenson (2000) explain,
“a recent national survey, conducted by the Substitute Teaching Institute at Utah State
University, indicated that only 10% of school districts provide more than 2 hours of
substitute teacher training” (p.2). Hawkins’ (2000) study pointed out that “classroom
management is possibly the most important aspect to include in a training program. To be
able to manage a classroom filled with students with whom the substitute teacher has
never been in contact is absolutely vital. If a substitute teacher is well-trained in the area
of being able to manage a class effectively, the rate of substitute retention will certainly
increase” (p.7). Hawkins pointed out that in a recent survey conducted by the Substitute
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Teaching Institute at Utah State University, it was found that 64.8% of school districts do
not require substitute teachers to attend an orientation or skills training session and 91.8%
of school districts provide no ongoing training for current substitute teachers. Thus, while
the permanent teachers are away, their students are often experiencing a lack of
instructional continuity due to exposure to untrained substitute teachers. Hawkins stated,
“training in classroom management can directly affect the retention rate of substitute
teachers. It has been found that the number one reason substitute teachers leave the
profession is due to their lack of classroom management skills” (p.8). Hawkins concluded
that even if the regular teacher is out, with good substitute training, students will not
experience a wasted day because their substitute teacher has been trained to be
successful. “Substitute teachers who are trained will most likely do a better job of
maintaining instructional continuity, which is essential to student achievement” (p.9).
Longhurst et al (2000) made the statement, “since improved training opportunities
are needed, what does effective substitute teacher skill training look like? Allocated time,
curriculum content, follow up, and the involved individuals are essential items to address
when creating, overhauling, or simply augmenting a substitute training process” (p.3).
Cox et al (2007) have an idea of how to train substitute teachers. The first step would be
to teach them how to survey the landscape. “After they are hired by a district, the
substitute should obtain a list of the campuses. Take the initiative to contact each
principal to schedule a visit. During the visit, the substitute teacher should obtain a copy
of the discipline policy” (p.30). The next step would be to ‘set the stage.’ The substitute
teacher should be taught to review documents dealing with duties, maps, contact names,
emergency plans, and teacher’s classroom management plan before entering the
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classroom. The next step would be to teach the substitute teacher how to verbalize the
behavioral expectations and consequences to the students. The substitute should let the
students know what is expected on the disciplinary end of the spectrum. This would be
the start of classroom management training. Finally, the substitute teacher should be
taught to prepare for the unexpected. “Ideally, the teacher will leave you detailed, explicit
lesson plans that outline the content and activities you are to teach. However, that is not
always the case” (p.32). Short activities and transition activities would help when
something unexpected comes up. As Hawkins (2000) pointed out, “lesson plans left by
the teacher need to be followed by the substitute teacher; however, oftentimes, these
lesson plans run short of the time allocated for class. If substitute teachers have no
training in establishing back up lessons or activities, students will seize upon this as an
opportunity to disrupt the classroom and cause havoc” (p.8).
Classroom management is the biggest issue concerning substitute teachers. Deay
and Bontempo (1986) conducted a study that dealt with 175 substitute teachers – 76 of
those were certified in secondary education. The substitutes were asked, “What kinds of
information do substitutes feel would be most valuable? Over 50% of the substitute
answers were that they needed more information on classroom management and school
rules. Along with classroom management, certain teaching methods should be taught to
substitute teachers. Hawkins (2000) reiterated this idea when she stated that substitute
teachers need to have knowledge about effective teaching methods to ensure that actual
teaching is occurring in the classroom when the permanent teacher is absent. Due to the
lack of an education degree, substitute teachers need, at least, to lean an overview of the
teaching methods discussed in universities or higher education institutions. Longhurst et
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al (2000) believe “one essential key to managing a class successfully is learning how to
handle situations without becoming emotionally involved” (p.4). They also believe there
are 5 management skills substitutes can learn that can eliminate 94% of student behavior
concerns: (a) teach expectations – before students can be expected to behave
appropriately, instructors must explain the specific behavior expected, (b) get and keep
students on-task – substitute teachers must understand that on-task means students are
engaged in learning activities, (c) positive teacher to pupil interaction – this means to not
only recognize negative behavior, but also positive behavior, (d) respond noncoercively –
instructively dealing with inappropriate behavior, (e) avoid being trapped – being trapped
leads to desperation of the substitute teacher to maintain control. Classroom management
is also important because “much of the work left for the substitute teacher is ‘busy’ work.
The class, sensing this lack of educational challenge through the mundane class work left
for the substitute, reverts to entertaining each other” (Wood, 1997, p.2).
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CHAPTER III
METHODOLOGY

Research Design
This study employed quantitative methods for the research design. Survey
research, also called descriptive research, was one of the methods of research. In
Educational Research: Competencies for Analysis and Applications, Gay and Airasian
(2003) explain that survey research involves collecting data to answer questions about the
current status of issues or topics. Surveys are carried out to obtain information about the
preferences, attitudes, practices, concerns, or interests of some groups of people. Survey
research data are mainly collected from tests and questionnaires that research participants
self-administer. Using survey research to assess educators’ perceptions is appropriate to
(a) help determine and describes the way things are; therefore, this type of research
would help us determine and decide educators’ perceptions of teacher absenteeism; and,
(b) survey research is also useful for investigating a variety of educational problems and
issues. Typical survey studies are concerned with assessing attitudes, opinions,
preferences, demographics, practices, and procedures (Gay & Airasian, 2003).
The second type of research used in this study was the use of structured interview
techniques to broaden the data collected relative to the perspectives of teachers and
administrators. Structured interview responses were collected from principals and
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teachers in three schools in a rural school district in northeastern Mississippi. Personal
interviews were conducted relative to how teacher absenteeism affects (a) student
attendance, (b) instructional time, (c) student achievement, (d) student discipline, (e)
substitute teacher training, (f) interruption of the school routine, and (g) the school
climate?
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Participants
The participants in the survey part of the study were comprised of two
populations: administrators and teachers. The population of administrators consisted of
three acting administrators from schools in the same district of a small rural Mississippi
school district. The population of faculty consisted of 100 faculty members from a small
rural Mississippi city school system. For the structured interview section of the study,
three principals, one from each school, were asked to participate in interviews. Three
teachers were randomly selected by using simple random sampling from three different
schools in the district to participate in interviews. All adminstrators and teachers from the
population were asked to participate as volunteers in the study. A letter indicated that
each participant was a volunteer and they were guaranteed anonymity. No names of
participants or schools will be published in the study.

Data Collection

Instrumentation
The instrumentation for this study consisted of two parts. These instruments
gathered quantitative data to analyze research questions 1 and 2. The first instrument, The
Perceptions of the Impact of Teacher Absenteeism (Hall, 1998), had questions ranked on
a five point Likert scale. The instrument was designed to get feedback on teachers’ and
adminstrators’ perceptions of teacher absenteeism. According to Hall (1998) the
reliability and validity of the teacher questionnaire was established by computing
Cronbach Alpha Coefficients that measured internal consistency of responses. Five item
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clusters containing specific items were used in the instrument. These clusters were (a)
attendance – 6 items, (b) discipline – 5 items, (c) productivity – 5 items, (d) training – 3
items, and (e) operating procedures - 9 items.
The researcher hand delivered the instrument to each school and administered the
form during a faculty meeting. Permission was secured from the school district
administration and the school administrators prior to administration of the instrument.
There were follow up visits at a later date by the researcher to administer the instrument
for any teachers or administrators who were absent.

Reliability and Validity
The reliability was measured using Cronbach alpha coefficients as follows: (a)
attendance – 6 items r = .85, (b) discipline – 5 items r = .75, (c) productivity – 5 items r =
.78, (d) training – 3 items (no alpha coefficient), and (e) operating procedures - 9 items r
= .57. Validity was established by a panel of experts (Hall, 1998).

Structured Interviews
The second instrument used is a set of structured interview questions for three
administrators and three teachers. Both instruments originated from Hall’s (1998)
research for Wilmington College entitled Teacher Absenteeism: It’s Relationship to
Student Attendance, Student Discipline, and Student Productivity. Participants were
interviewed face-to-face at the school site for administrators and teachers participating in
structured interviews. For those participants who are absent, the researcher conducted
follow-up visits.
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Analysis
The following research question was used to form the conceptual framework for
the data analysis. Research question one asks: what are the best predictors of teachers’
perceptions of teacher absenteeism as measured by the instrument, Perception of the
Impact of Teacher Absenteeism using the following predictor variables (a) age, (b)
gender, (c) educational degree level, (d) years experience?
Procedure: Demographic variables were used as predictor variables to determine
any effect upon the variation in perceptions of teacher absenteeism. The variables, (a)
age, (b) gender, (c) educational degree level, and (d) years experience (see appendix D).
The dependent variables were the items on the instrument, Perception of the Impact of
Teacher Absenteeism. The items on the questionnaire (see appendix D) were grouped into
five categories that grouped items of a similar concept: attendance, discipline,
productivity, training, and operating procedures.
Procedure: Multiple linear regression analyses were performed to determine
which predictor variables presented in the demographic section of the questionnaire relate
to the teachers’ perceptions of teacher absenteeism. The multiple regression analysis
accounts for the statistically significant amount of variation in dependent variables. All
regression analyses were performed using the enter method of selecting the predictor
variables. The regression analysis estimated the coefficients of a linear equation that
involved the independent variables that best predicted the value of the dependent
variable. Multiple regression determined the relative importance of each independent
variable related to the job satisfaction outcome measure used in the analysis. One way to
determine or assess the relative importance of independent variables in the regression
30

equation is to consider the variance in the dependent variable (R2 value) when a variable
is entered into the regression equation that already contains the other independent
variables (Pedhauzer, 1997). All multiple regression analyses were performed at the .05
alpha level.
Research question two asked: what are the best predictors of administrators’
perceptions of teacher absenteeism as measured by the instrument, Perception of the
Impact of Teacher Absenteeism using the following predictor variables (a) age, (b)
gender, (c) educational degree level, (d) years experience?
Procedure: Demographic variables were used as predictor variables to determine
any effect upon the variation in perceptions of teacher absenteeism. The variables (a) age,
(b) gender, (c) educational degree level, and (d) years experience were used as predictor
variables (see appendix D). The dependent variables were the items on the instrument,
Perception of the Impact of Teacher Absenteeism. The items on the questionnaire (see
appendix D) were grouped into five categories that grouped items of a similar concept:
attendance, discipline, productivity, training, and operating procedures.
Procedure: Multiple linear regression analyses were performed to determine
which predictor variables presented in the demographic section of the questionnaire
related to the teachers’ perceptions of teacher absenteeism. The multiple regression
analyses accounts for the statistically significant amount of variation in dependent
variables. All regression analyses were preformed using the enter method of selecting the
predictor variables. The regression analyses estimated the coefficients of a linear equation
that involved the independent variables that best predicted the value of the dependent
variable. Multiple regression analyses determined the relative importance of each
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independent variable related to the job satisfaction outcome measure used in the analysis.
One way to determine or assess the relative importance of independent variables in the
regression equation is to consider the variance in the dependent variable (R2 value) when
a variable is entered into the regression equation that already contains the other
independent variables (Pedhauzer, 1997). All multiple regression analyses were
performed at the .05 alpha level.
Research question three asked: from the point of view of teachers, how does
teacher absenteeism affect (a) student attendance, (b) instruction time, (c) student
achievement, (d) student discipline, (e) substitute teacher training, (f) interruption of the
school routine, and (g) the school climate?
Procedure: Question three used structured interview questions. Interview data
were gathered from teachers in three schools in a rural county in northeastern Mississippi.
Personal interviews were conducted relative to how teacher absenteeism effects (a)
student attendance, (b) instruction time, (c) student achievement, (d) student discipline,
(e) substitute teacher training, (f) interruption of the school routine, and (g) the school
climate? This interview technique as described by Yin (2002) was necessary to go
beyond the simple collection of descriptive data and begin the complex process of
analyzing the behavioral and institutional characteristics.
Research question four asked: from the point of view of school administrators,
how does teacher absenteeism affect (a) student attendance, (b) instruction time, (c)
student achievement, (d) student discipline, (e) substitute teacher training (f) interruption
of the school routine, and (g) the school climate?
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Procedure: Question four used structured interview questions. Interview data were
gathered from administrators in three schools in a rural county in northeastern
Mississippi. Personal interviews were conducted relative to how teacher absenteeism
effects (a) student attendance, (b) instruction time, (c) student achievement, (d) student
discipline, (e) substitute teacher training (f) interruption of the school routine, and (g) the
school climate?
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CHAPTER IV
RESULTS
This study employed a quantitative method of research design. Survey research,
also called descriptive research, was one of the methods of research. In Educational
Research: Competencies for Analysis and Applications, Gay and Airasian (2003) explain
that survey research involves collecting data to answer questions about the current status
of issues or topics. Surveys were administered to obtain information about the
preferences, attitudes, practices, concerns, or interests of some groups of people. Survey
research data are mainly collected from tests and questionnaires that research participants
self-administer. The second type of research used in this study was the use of structured
interview techniques to broaden the data collected relative to the perspectives of teachers
and administrators. Structured interview responses were collected from principals and
teachers in three schools in a rural school district in northeastern Mississippi.
The instrumentation for this study consisted of two parts. These instruments
gathered quantitative data to analyze research questions 1 and 2. The first instrument, The
Perceptions of the Impact of Teacher Absenteeism (Hall, 1998), had questions ranked on
a five point Likert scale. The scale ranged from one to five: one represented strongly
agree; two represented agree; three represented indifference; four represented disagree;
and five represented strongly disagree. The instrument was designed to get feedback on
teacher’s and administrator’s perceptions of teacher absenteeism. Five item clusters
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containing specific questions were used in the instrument. These clusters were (a)
attendance – 6 questions, (b) discipline – 5 questions, (c) productivity – 5 questions, (d)
training – 3 questions, and (e) operating procedures - 9 questions. The first cluster of
items was computed into a single item. This procedure resulted in 5 new variables: (a)
attendance with a scale range of 6 to 30 (b) discipline with a scale range of 5 to 25, (c)
productivity with a scale range of 5 to 25, (d) training with a scale of 3 to 15, and (e)
operating procedures with a scale of 9 to 45. These new variables became the dependent
variables for the multiple regression analysis.
The second instrument used to answer research questions three and four was a set
of structured interview questions for three administrators and three teachers. Both
instruments originated from Hall’s (1998) research for Wilmington College entitled
Teacher Absenteeism: It’s Relationship to Student Attendance, Student Discipline, and
Student Productivity.

Teachers’ Survey Responses
Research question one asked: what are the best predictors of teachers’ perceptions
of teacher absenteeism as measured by the instrument, Perception of the Impact of
Teacher Absenteeism using the predictor variables (a) age, (b) gender, (c) educational
degree level, and (d) years experience? The descriptive breakdown of each category
follows.
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Descriptive Statistics

Productivity. There were five survey questions that focused on productivity.
Question eight (Q8) asked teachers if students follow directions and complete assigned
work when the regular teacher is absent. Question nine (Q9) asked teachers if students
are engaged in their classroom work for the duration of the period when the regular
teacher is absent. Question ten (Q10) asked if student productivity is high when the
regular teacher is absent. Question thirteen (Q13) asked if lesson plans are thoroughly
followed when substitutes are in the classroom. Question seventeen (Q17) asked if
students are cooperative and work well with substitute teachers.
The first question asked teachers if students follow directions and complete
assigned work when the regular teacher is absent (see Table 4.1). Twelve teachers (n =
12) reported they agree that students follow directions and complete assigned work when
the regular teacher is absent. Twenty teachers (n = 20) were indifferent on whether
students follow directions and complete assigned work when the regular teacher is
absent. Sixty-six teachers (n = 66) disagreed that students follow directions and complete
assigned work when the regular teacher is absent. Two teachers (n = 2) strongly
disagreed that students follow directions and complete assigned work when the regular
teacher is absent.
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Table 4.1. Frequencies of Teachers’ Responses, Item 8
Frequency

Percent

Cumulative Percent

Strongly Agree

0

0

0

Agree

12

12

12

Indifferent

20

20

32

Disagree

66

66

98

Strongly Disagree

2

2

100

The second question asked if students engaged in their classroom work for the
duration of the period when the regular teacher is absent (see Table 4.2). One teacher (n =
1) strongly agreed that students engaged in their classroom work for the duration of the
period when the regular teacher is absent. Five teachers (n = 5) agreed that students
engaged in their classroom work for the duration of the period when the regular teacher is
absent. Six teachers (n = 6) were indifferent on whether students engaged in their
classroom work for the duration of the period when the regular teacher is absent. Eighty
teachers (n = 80) disagreed that students engaged in their classroom work for the duration
of the period when the regular teacher is absent. Eight teachers (n = 8) strongly disagreed
that students engaged in their classroom work for the duration of the period when the
regular teacher is absent.
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Table 4.2. Frequencies of Teachers’ Responses, Item 9
Frequency

Percent

Cumulative Percent

Strongly Agree

1

1

1

Agree

5

5

6

Indifferent

6

6

12

Disagree

80

80

92

Strongly Disagree

8

8

100

The third question asked if student productivity is high when the regular teacher is
absent (see Table 4.3). Two teachers (n = 2) strongly agreed that student productivity is
high when the regular teacher is absent. Four teachers (n = 4) agreed that student
productivity is high when the regular teacher is absent. One teacher (n = 1) was
indifferent on whether student productivity is high when the regular teacher is absent.
Sixty-five teachers (n = 65) disagreed that student productivity is high when the regular
teacher is absent. Twenty-eight teachers (n = 28) strongly disagreed that student
productivity is high when the regular teacher is absent.
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Table 4.3. Frequencies of Teachers’ Responses, Item 10
Frequency

Percent

Cumulative Percent

Strongly Agree

2

2

2

Agree

4

4

6

Indifferent

1

1

7

Disagree

65

65

72

Strongly Disagree

28

28

100

The fourth question asked if lesson plans are thoroughly followed when
substitutes are in the classroom (see Table 4.4). Fourteen teachers (n = 14) agreed that
lesson plans are thoroughly followed when substitutes are in the classroom. Seven
teaches (n = 7) were indifferent on whether lesson plans are thoroughly followed when
substitutes are in the classroom. Seventy-one teachers (n = 71) disagreed that lesson plans
are thoroughly followed when substitutes are in the classroom. Eight teachers (n = 8)
strongly disagreed that lesson plans are thoroughly followed when substitutes are in the
classroom.
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Table 4.4. Frequencies of Teachers’ Responses, Item 13.
Frequency

Percent

Cumulative Percent

Strongly Agree

0

0

0

Agree

14

14

14

Indifferent

7

7

21

Disagree

71

71

92

Strongly Disagree

8

8

100

The fifth question asked if students are cooperative and work well with substitute
teachers (see Table 4.5). Sixteen teachers (n = 16) agreed that students are cooperative
and work well with substitute teachers. Thirty-one teachers (n = 31) were indifferent to
whether students are cooperative and work well with substitute teachers. Forty-two
teachers (n = 42) disagreed that students are cooperative and work well with substitute
teachers. Eleven teachers (n = 11) strongly disagreed that students are cooperative and
work well with substitute teachers.

Table 4.5. Frequencies of Teachers’ Responses, Item 17.
Frequency

Percent

Cumulative Percent

Strongly Agree

0

0

0

Agree

16

16

16

Indifferent

31

31

47

Disagree

42

42

89

Strongly Disagree

11

11

100
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Attendance. There were six survey questions that dealt with attendance. Question
one (Q1) asked if student absenteeism increases when the regular teacher is absent.
Question two (Q3) asked if student early dismissals increase when the regular teacher is
absent. Question three (Q4) asked if students are more likely to cut class when the regular
teacher is absent. Question four (Q5) asked if students are likely to obtain early
dismissals when they know their regular teacher is absent. Question five (Q 11) asked if
there is an increase in the use of hall passes when the regular teacher is absent. Question
six (Q 16) asked if students view having a substitute is like having a day off.
The first attendance question (Q1) asked if student absenteeism increases when
the regular teacher is absent (see Table 4.6). Six teachers (n = 6) strongly agreed that
student absenteeism increases when the regular teacher is absent. Thirty-eight teachers (n
= 38) agreed that student absenteeism increases when the regular teacher is absent.
Seventeen teachers (n = 17) were indifferent to whether student absenteeism increases
when the regular teacher is absent. Thirty-seven teachers (n = 37) disagreed that student
absenteeism increases when the regular teacher is absent. Two teachers (n = 2) strongly
disagreed that student absenteeism increases when the regular teacher is absent.
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Table 4.6. Frequencies of Teachers’ Responses, Item 1
Frequency

Percent

Cumulative Percent

Strongly Agree

6

6

6

Agree

38

38

44

Indifferent

17

17

61

Disagree

37

37

98

Strongly Disagree

2

2

100

The second attendance question (Q3) asked if student’s early dismissals increased
when the regular teacher is absent (see Table 4.7). Seventeen teachers (n = 17) strongly
agreed that student’s early dismissals increased when the regular teacher is absent. Fiftythree teachers agreed that student’s early dismissals increased when the regular teacher is
absent. Seven teachers (n = 7) were indifferent to whether student’s early dismissals
increased when the regular teacher is absent. Twenty teachers (n = 20) disagreed that
student’s early dismissals increased when the regular teacher is absent. Three teachers (n
= 3) strongly disagreed that student’s early dismissals increased when the regular teacher
is absent.
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Table 4.7. Frequencies of Teachers’ Responses, Item 3
Frequency

Percent

Cumulative Percent

Strongly Agree

17

17

17

Agree

53

53

70

Indifferent

7

7

77

Disagree

20

20

97

Strongly Disagree

3

3

3

The third attendance question (Q4) asked if students are more likely to cut class
when the regular teacher is absent (see Table 4.8). Thirty-five teachers (n = 35) strongly
agreed that students are more likely to cut class when the regular teacher is absent.
Forty-one (n = 41) teachers agreed that students are more likely to cut class when the
regular teacher is absent. Nine teachers (n = 9) were indifferent to whether students are
more likely to cut class when the regular teacher is absent. Fifteen teachers (n = 15)
disagreed that students are more likely to cut class when the regular teacher is absent.

Table 4.8. Frequencies of Teachers’ Responses, Item 4
Frequency

Percent

Cumulative Percent

Strongly Agree

35

35

35

Agree

41

41

41

Indifferent

9

9

9

Disagree

15

15

15

Strongly Disagree

0

0

0
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The fourth attendance question (Q5) asked if students are likely to obtain early
dismissals when they know their regular teacher is absent (see Table 4.9). Twenty-two
teachers (n = 22) strongly agreed that students are likely to obtain early dismissals when
they know their regular teacher is absent. Fifty-six teachers (n = 56) agreed that students
are likely to obtain early dismissals when they know their regular teacher is absent. Six
teachers (n = 6) were indifferent to whether students are likely to obtain early dismissals
when they know their regular teacher is absent. Fourteen teachers (n = 14) disagreed that
students are likely to obtain early dismissals when they know their regular teacher is
absent. Two teachers (n = 2) strongly disagreed that students are likely to obtain early
dismissals when they know their regular teacher is absent.

Table 4.9. Frequencies of Teachers’ Responses, Item 5
Frequency

Percent

Cumulative Percent

Strongly Agree

22

22

22

Agree

56

56

78

Indifferent

6

6

84

Disagree

14

14

98

Strongly Disagree

2

2

100

The fifth attendance question (Q11) asked if there is an increase in the use of hall
passes when the regular teacher is absent (see Table 4.10). Twenty-four teachers (n = 24)
strongly agreed that there was an increase in the use of hall passes when the regular
teacher is absent. Fifty-four teachers (n = 54) agreed that there is an increase in the use of
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hall passes when the regular teacher is absent. Twelve teachers (n = 12) were indifferent
to whether there is an increase in the use of hall passes when the regular teacher is absent.
Seven teachers (n = 7) disagreed that there is an increase in the use of hall passes when
the regular teacher is absent. Three teachers (n = 3) strongly disagreed there is an
increase inn the use of hall passes when the regular teacher is absent.

Table 4.10. Frequencies of Teachers’ Responses, Item 11
Frequency

Percent

Cumulative Percent

Strongly Agree

24

24

24

Agree

54

54

78

Indifferent

12

12

90

Disagree

7

7

97

Strongly Disagree

3

3

100

The sixth attendance question (Q16) asked if students view having a substitute is
like having a day off (see Table 4.11). Twenty-four teachers (n = 24) strongly agreed that
students view having a substitute is like having a day off. Sixty-two teachers (n = 62)
agreed that students view having a substitute is like having a day off. Six teachers (n = 6)
were indifferent to whether students view having a substitute is like having a day off. Five
teachers (n = 5) disagreed that students view having a substitute is like having a day off.
Three teachers (n = 3) strongly disagreed that students view having a substitute is like
having a day off.
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Table4.11. Frequencies of Teachers’ Responses, Item 16
Frequency

Percent

Cumulative Percent

Strongly Agree

24

24

24

Agree

62

62

86

Indifferent

6

6

92

Disagree

5

5

97

Strongly Disagree

3

3

100

Training. There were three survey questions that dealt with training. Question one
(Q23) asked if substitute teachers should have classroom management training before
they actually cover a classroom. Question two (Q24) asked if students would benefit
more from a substitute with training than one without training. Question three (Q25)
asked if the school environment would be positively affected if substitutes have
classroom management training.
The first training question (Q23) asked if substitutes should have classroom
management training before they actually cover a classroom (see Table 4.12). Fifty-six
teachers (n = 56) strongly agreed that substitutes should have classroom management
training before they actually cover a classroom. Forty-four teachers (n = 44) agreed that
substitutes should have classroom management training before they actually cover a
classroom.
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Table 4.12. Frequencies of Teachers’ Responses, Item 23
Frequency

Percent

Cumulative Percent

Strongly Agree

56

56

56

Agree

44

44

44

Indifferent

0

0

0

Disagree

0

0

0

Strongly Disagree

0

0

0

The second training question (Q24) asked if students would benefit more from a
substitute with training than one without training (see Table 4.13). Sixty-five teachers (n
= 65) strongly agreed that students would benefit more from a substitute with training
than one without training. Thirty-five teachers (n = 35) agreed that students would benefit
more from a substitute with training than one without training.

Table 4.13. Frequencies of Teachers’ Responses, Item 24
Frequency

Percent

Cumulative Percent

Strongly Agree

65

65

65

Agree

35

35

100

Indifferent

0

0

100

Disagree

0

0

100

Strongly Disagree

0

0

100
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The third training question (Q25) asked if the school environment would be
positively effected if substitutes had classroom management training (see Table 4.14).
Sixty-seven teachers (n = 67) strongly agreed that the school environment would be
positively affected if substitutes had classroom management training. Thirty-three
teachers (n = 33) agreed the school environment would be positively affected if
substitutes had classroom management training.

Table 4.14. Frequencies of Teachers’ Responses, Item 25
Frequency

Percent

Cumulative Percent

Strongly Agree

67

67

67

Agree

33

33

100

Indifferent

0

0

100

Disagree

0

0

100

Strongly Disagree

0

0

100

Operation Procedures. There were nine questions dealing with operation procedures.
Question one (Q14) asked if substitutes provide clear classroom directions and instructions.
Question two (Q18) asked if regular teacher lesson plans are thorough and clear enough for a
substitute to interpret and follow. Question three (Q19) asked if the ordinary operation of the
school environment is affected when an excess (>4) in substitutes are in the building. Question
four (Q20) asked if normal school operating procedures are carried out when substitutes are in the
building, for example: cafeteria, bus, bathroom, hall duties, proper attendance duties, etc.
Question five (21) asked if administrators should closely monitor those classrooms with
substitutes. Question six (Q22) asked if administrators should meet substitutes before they begin
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their coverage. Question seven (Q26) asked if regular teachers have a responsibility to the
substitute teacher to leave thorough, complete lesson plans. Question eight (Q27) asked if regular
teachers leave lesson plans that are review work or busy work for the substitute to administer.
Question nine (Q28) asked if regular teachers and substitute teachers should review lesson plans
together, when possible, before the regular teachers’ absence.

The first operation procedure question (Q14) asked if substitutes provide clear
classroom directions and instructions (see Table 4.15). Twelve teachers (n = 12) agreed
that substitutes provide clear classroom directions and instructions. Twenty-six teachers
(n = 26) were indifferent to whether substitutes provide clear classroom directions and
instructions. Fifty-nine teachers (n = 59) disagreed that substitutes provide clear
classroom directions and instructions. Three teachers (n = 3) strongly disagreed that
substitutes provide clear classroom directions and instructions.

Table 4.15. Frequencies of Teachers’ Responses, Item 14
Frequency

Percent

Cumulative Percent

Strongly Agree

0

0

0

Agree

12

12

12

Indifferent

26

26

38

Disagree

59

59

97

Strongly Disagree

3

3

100

The second operation procedure question (Q18) asked if regular teacher lesson
plans are thorough and clear enough for a substitute to interpret and follow (see Table
4.16). Fifteen teachers (n = 15) strongly agreed that regular teacher lesson plans are
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thorough and clear enough for a substitute to interpret and follow. Nineteen teachers (n =
19) agreed that regular teacher lesson plans are thorough and clear enough for a substitute
to interpret and follow. Eleven teacher (n = 11) were indifferent to whether regular
teacher lesson plans are thorough and clear enough for a substitute to interpret and
follow. Twenty-three teachers (n = 23) disagreed that regular teacher lesson plans are
thorough and clear enough for a substitute to interpret. Two teachers (n = 2) strongly
disagreed that regular teacher lesson plans are thorough and clear enough for a substitute
to interpret.

Table 4.16. Frequencies of Teachers’ Responses, Item 18
Frequency

Percent

Cumulative Percent

Strongly Agree

15

15

15

Agree

49

49

64

Indifferent

11

11

75

Disagree

23

23

98

Strongly Disagree

2

2

100

The third operating procedure question (Q19) asked if the ordinary operation of
the school environment is affected when an excess (4) of substitutes are in the building
(see Table 4.17). Twenty-one teachers (n = 21) strongly agreed that ordinary operation of
the school environment is affected when and excess (44) of substitutes are in the
building. Forty-nine teachers (n = 49) agreed that the ordinary operation of the school
environment is affected when an excess (4) of substitutes are in the building. Eleven
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teachers (n = 11) were indifferent to whether the ordinary operation of the school
environment is affected when an excess (4) of substitutes are in the building. Seventeen
teachers (n = 17) disagreed that the ordinary operation of the school environment is
affected when an excess (4) of substitutes are in the building. Two teachers (n = 2)
strongly disagreed that the ordinary operation of the school environment is affected when
an excess (4) of substitutes are in the building.

Table 4.17. Frequencies of Teachers’ Responses, Item 19
Frequency

Percent

Cumulative Percent

Strongly Agree

21

21

21

Agree

49

49

70

Indifferent

11

11

81

Disagree

17

17

98

Strongly Disagree

2

2

100

The fourth operating procedure question (Q20) asked if normal school operating
procedures are carried out when substitutes are in the building, for example: cafeteria,
bus, bathroom, hall duties, proper attendance duties, etc. (see Table 4.18). Five teachers
(n = 5) strongly agreed that normal school operating procedures are carried out when
substitutes are in the building, for example: cafeteria, bus, bathroom, hall duties, proper
attendance duties, etc. Twenty-eight teachers (n = 28) agreed that normal school
operating procedures are carried out when substitutes are in the building, for example:
cafeteria, bus, bathroom, hall duties, proper attendance duties, etc. Seventeen teachers (n
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= 17) were indifferent to whether normal school operating procedures are carried out
when substitutes are in the building, for example: cafeteria, bus, bathroom, hall duties,
proper attendance duties, etc. Forty-three teachers (n = 43) disagreed that normal school
operating procedures are carried out when substitutes are in the building, for example:
cafeteria, bus, bathroom, hall duties, proper attendance duties, etc. Seven teachers (n = 7)
strongly disagreed that normal school operating procedures are carried out when
substitutes are in the building, for example: cafeteria, bus, bathroom, hall duties, proper
attendance duties, etc.

Table 4.18. Frequencies of Teachers’ Responses, Item 20
Frequency

Percent

Cumulative Percent

Strongly Agree

5

5

5

Agree

28

28

33

Indifferent

17

17

50

Disagree

43

43

93

Strongly Disagree

7

7

100

The fifth operating procedure question (Q21) asked if administrators should
closely monitor those classrooms with substitutes (see Table 4.19). Thirty-nine teachers
(n = 39) strongly agreed that administrators should closely monitor those classrooms with
substitutes. Fifty-six teachers (n = 56) agreed that administrators should closely monitor
those classrooms with substitutes. Three teachers (n = 3) were indifferent to whether
administrators should closely monitor those classrooms with substitutes. Four teachers (n
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= 2) disagreed that administrators should closely monitor those classrooms with
substitutes.

Table 4.19. Frequencies of Teachers’ Responses, Item 21
Frequency

Percent

Cumulative Percent

Strongly Agree

39

39

39

Agree

56

56

95

Indifferent

3

3

98

Disagree

2

2

100

Strongly Disagree

0

0

100

The sixth operating procedure question (Q22) asked if administrators should meet
substitutes before they begin their coverage (see Table 4.20). Fifty-nine teachers (n = 59)
strongly agreed that administrators should meet substitutes before they begin their
coverage. Thirty-eight teachers (n = 38) agreed that administrators should meet
substitutes before they begin their coverage. Three teachers (n = 3) were indifferent to
whether administrators should meet substitutes before they begin their coverage.
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Table 4.20. Frequencies of Teachers’ Responses, Item 22
Frequency

Percent

Cumulative Percent

Strongly Agree

59

59

59

Agree

38

38

97

Indifferent

3

3

100

Disagree

0

0

0

Strongly Disagree

0

0

0

The seventh operating procedure question (Q26) asked if regular teachers have a
responsibility to the substitute teacher to leave thorough, complete lesson plans (see
Table 4.21). Seventy-three teachers (n = 73) strongly agree that regular teachers have a
responsibility to the substitute teacher to leave thorough, complete lesson plans. Twentyseven teachers (n = 27) agree that regular teachers have a responsibility to the substitute
teacher to leave thorough, complete lesson plans.

Table 4.21. Frequencies of Teachers’ Responses, Item 26
Frequency

Percent

Cumulative Percent

Strongly Agree

73

73

73

Agree

27

27

100

Indifferent

0

0

100

Disagree

0

0

100

Strongly Disagree

0

0

100
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The eighth operation procedure question (Q27) asked if regular teachers leave
lesson plans that are review work or busy work for the substitute to administer (see Table
4.22). Eight teachers (n = 8) strongly agreed that regular teachers leave lesson plans that
are review work or busy work for the substitute to administer. Sixty-nine teachers (n =
69) agreed that regular teachers leave lesson plans that are review work or busy work for
the substitute to administer. Ten teachers (n = 10) were indifferent to whether regular
teachers leave lesson plans that are review work or busy work for the substitute to
administer. Thirteen teachers (n = 13) disagreed that regular teachers leave lesson plans
that are review work or busy work for the substitute to administer.

Table 4.22. Frequencies of Teachers’ Responses, Item 27
Frequency

Percent

Cumulative Percent

Strongly Agree

8

8

8

Agree

69

69

77

Indifferent

10

10

87

Disagree

13

13

100

Strongly Disagree

0

0

100

The ninth operation procedure question (Q28) asked if regular teachers and
substitute teachers should review lesson plans together, when possible, before the regular
teachers’ absence (see Table 4.23). Twenty-two teachers (n = 22) strongly agreed that
regular teachers and substitute teachers should review lesson plans together, when
possible, before the regular teachers’ absence. Seventy-one teachers (n = 71) agreed that
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regular teachers and substitute teachers should review lesson plans together, when
possible, before the regular teachers’ absence. Three teachers (n = 3) were indifferent to
whether regular teachers and substitute teachers should review lesson plans together,
when possible, before the regular teachers’ absence. Four teachers (n = 4) disagreed that
regular teachers and substitute teachers should review lesson plans together, when
possible, before the regular teachers’ absence.

Table 4.23. Frequencies of Teachers’ Responses, Item 28
Frequency

Percent

Cumulative Percent

Strongly Agree

22

22

22

Agree

71

71

93

Indifferent

3

3

96

Disagree

4

4

100

Strongly Disagree

0

0

100

Discipline. There were five survey questions dealing with discipline. The first
question (Q2) asked if student tardiness increases when the regular teacher is absent. The
second question (Q6) asked if students are more disruptive during class when the regular
teacher is absent. The third question (Q7) asked if students follow classroom rules when
the regular teacher is absent. The fourth question (Q12) asked if Students try to
manipulate the classroom environment when the regular teacher is absent for example:
change seats, waste time, and use of task behavior. The fifth question (Q15) asked if
students have a good rapport with substitutes.
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The first discipline question (Q2A) asked if student tardiness increases when the
regular teacher is absent (see Table 4.24). Sixteen teachers (n = 16) strongly agreed that
student tardiness increases when the regular teacher is absent. Fifty-eight teachers (n =
58) agreed that student tardiness increases when the regular teacher is absent. Fourteen
teachers (n = 14) were indifferent to whether student tardiness increases when the regular
teacher is absent. Eight teachers (n = 8) disagreed that student tardiness increases when
the regular teacher is absent. Four teachers (n = 4) strongly disagreed that student
tardiness increases when the regular teacher is absent.

Table 4.24. Frequencies of Teachers’ Responses, Item 2
Frequency

Percent

Cumulative Percent

Strongly Agree

16

16

16

Agree

58

58

74

Indifferent

14

14

88

Disagree

8

8

96

Strongly Disagree

4

4

100

The second discipline question (Q6) asked if students are more disruptive during
class when the regular teacher is absent (see Table 4.25). Fifty teachers (n = 50) strongly
agreed that students are more disruptive during class when the regular teacher is absent.
Thirty-nine teachers (n = 39) agreed that students are more disruptive during class when
the regular teacher is absent. Nine teachers (n = 9) were indifferent to whether students
are more disruptive during class when the regular teacher is absent. Two teachers (n = 2)
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strongly disagreed that students are more disruptive during class when the regular teacher
is absent.

Table 4.25. Frequencies of Teachers’ Responses, Item 6
Frequency

Percent

Cumulative Percent

Strongly Agree

50

50

50

Agree

39

39

89

Indifferent

9

9

98

Disagree

0

0

98

Strongly Disagree

2

2

100

The third discipline question (Q7) asked if students follow classroom rules when
the regular teacher is absent (see Table 4.26). Two teachers (n = 2) strongly agreed that
students follow classroom rules when the regular teacher is absent. Seven teachers (n = 7)
agreed that students follow classroom rules when the regular teacher is absent. Fifteen
teachers (n = 15) were indifferent to whether students follow classroom rules when the
regular teacher is absent. Sixty-nine teachers (n = 69) disagreed that students follow
classroom rules when the regular teacher is absent. Seven teachers (n = 7) strongly
disagreed that students follow classroom rules when the regular teacher is absent.
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Table 4.26. Frequencies of Teachers’ Responses, Item 7
Frequency

Percent

Cumulative Percent

Strongly Agree

2

2

2

Agree

7

7

9

Indifferent

15

15

24

Disagree

69

69

93

Strongly Disagree

7

7

100

The fourth discipline question (Q12) asked if students try to manipulate the
classroom environment when the regular teacher is absent for example: change seats,
waste time, and use of task behavior (see Table 4.27). Forty-eight teachers (n = 48)
strongly agreed that students try to manipulate the classroom environment when the
regular teacher is absent for example: change seats, waste time, and use of task behavior.
Forty-four teachers (n = 44) agreed that students try to manipulate the classroom
environment when the regular teacher is absent for example: change seats, waste time,
and use of task behavior. One teacher (n = 1) disagreed that students try to manipulate the
classroom environment when the regular teacher is absent for example: change seats,
waste time, and use of task behavior. Seven teachers (n = 7) strongly disagreed that
students try to manipulate the classroom environment when the regular teacher is absent
for example: change seats, waste time, and use of task behavior.
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Table 4.27. Frequencies of Teachers’ Responses, Item 12
Frequency

Percent

Cumulative Percent

Strongly Agree

48

48

48

Agree

44

44

92

Indifferent

0

0

0

Disagree

1

1

93

Strongly Disagree

7

7

100

The fifth discipline question (Q15) asked if students have a good rapport with
substitutes (see Table 4.28). Two teachers (n = 2) strongly agreed that students have a
good rapport with substitutes. Ten teachers (n = 10) agreed that students have a good
rapport with substitutes. Thirty-seven teachers (n = 37) were indifferent to whether
students have a good rapport with substitutes. Forty teachers (n = 40) disagreed that
students have a good rapport with substitutes. Eleven teachers (n = 11) strongly disagreed
that students have a good rapport with substitutes.

Table 4.28. Frequencies of Teachers’ Responses, Item 15
Frequency

Percent

Cumulative Percent

Strongly Agree

2

2

2

Agree

10

10

12

Indifferent

37

37

49

Disagree

40

40

89

Strongly Disagree

11

11

100
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Multiple Regression Analysis
Research question 1 asked: what are the best predictors of teachers’ perceptions
of teacher absenteeism as measured by the instrument, Perception of the Impact of
Teacher Absenteeism using the demographic predictor variables (a) age, (b) gender, (c)
degree, and (d) years experience.
Multiple linear regression analyses were performed to determine which predictor
variables presented in the demographic section of the questionnaire relate to the various
dependent variables, e.g., attendance. The multiple regression analysis accounts for the
statistically significant amount of variation in dependent variables. All regression
analyses were performed using the enter method of selecting the predictor variables. The
regression analysis estimates the coefficients of a linear equation involving the
independent variables that best predict the value of the dependent variable. Multiple
regression determines the relative importance of each independent variable related to the
outcome measures used in the analysis. Variables that were used as independent variables
(predictor variables) for regression analysis were the demographic variables listed in the
questionnaire. The dependent variables used in the analysis were attendance,
productivity, discipline, operation procedures, and training. One way to determine or
assess the relative importance of independent variables in the regression equation is to
consider the variance in the dependent variable (R2 value) when a variable is entered into
the regression equation that already contains the other independent variables (Pedhauzer,
1997). All multiple regression analyses were performed at the .05 level of statistical
significance.
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Productivity. This section contains the result of the regression analyses which
involved four predictor variables for each analysis. The four variables used as predictor
variables for the fourth multiple regression analysis were (a) age, (b) gender, (c) degree,
and (d) years experience. Regression analyses were conducted using productivity as the
dependent (outcome) variable.
The multiple regression equation calculated the amount of variation in one
dependent variable, using two or more independent variables that accounted for variation
in the dependent variable. In this study, separate multiple regression analyses were
conducted using productivity as the dependent variable. The predictor variables were (a)
age, (b) gender, (c) degree, and (d) years experience.
This multiple regression analysis was performed to determine which predictor
variables accounted for a statistically significant amount of the variation in the outcome
variable, productivity. The result of the analysis indicated that 6.6% of the total variation
in productivity was explained by the four predictors. The omnibus ANOVA results was
not statistically significant, F(4,75) = 1.32, p = .270. The predictor variables were (a) age,
(b) gender, (c) degree and (d) years experience.
The regression equation also calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and productivity as the
dependent variable. The t-tests were performed to determine whether any of the separate
obtained unstandardized coefficients differ from zero. A coefficient of zero indicates the
lack of relationship between the predictor variable and the dependent variable. The t-test
for productivity indicated that the predictor variables were not statistically significant.
The summary of this analysis is in Table 4.29.
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Table 4.29. Multiple Regression Analysis, Productivity as Dependent Variable
Variables in Equation

Beta

t

p

Age

-.451

-.879

.382

Gender

-.031

-.047

.962

Degree

1.482

1.966

.053

Years Experience

.143

.492

.624

Attendance. This section contains the result of the regression analyses which
involved four predictor variables for each analysis. The four variables used as predictor
variables for the first multiple regression analysis were (a) age, (b) gender, (c) degree,
and (d) years experience. Regression analyses were conducted using attendance as the
dependent (outcome) variable.
The multiple regression equation calculates the amount of variation in one
dependent variable, using two or more independent variables that account for variation in
the dependent variable. In this study, separate multiple regression analyses were
conducted using attendance as the dependent variable. The predictor variables were (a)
age, (b) gender, (c) degree, and (d) years experience.
This multiple regression analysis was performed to determine which predictor
variables accounted for a statistically significant amount of the variation in the outcome
variable, attendance. The result of the analysis indicated that 17.8% of the total variation
in attendance was explained by the four predictors. The omnibus ANOVA results were
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statistically significant, F(4,75) = 4.06, p = .005. The predictor variables were (a) age, (b)
gender, (c) degree and (d) years experience.
The regression equation also calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and attendance as the
dependent variable. The t-tests were performed to determine whether any of the separate
obtained unstandardized coefficients differ from zero. A coefficient of zero indicates the
lack of relationship between the predictor variable and the dependent variable. The t-test
for attendance indicated that the predictor variable, age, was statistically significant
t(1,75), 2.37, p = .020. The summary of this analysis is in Table 4. The partial correlation
coefficient indicated that 26.4% of the variation in attendance was predicted by the age.
Higher ages indicate higher attendance.
The regression equation also calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and attendance as the
dependent variable. The t-tests were performed to determine whether any of the separate
obtained unstandardized coefficients differ from zero. A coefficient of zero indicates the
lack of relationship between the predictor variable and the dependent variable. The t-test
for attendance indicated that the predictor variable, degree, was statistically significant
t(1,75), -2.57, p = .012. The summary of this analysis is in Table 4.30. The partial
correlation coefficient indicated that 28.4% of the variation in attendance was predicted
by the degree. Higher degrees indicate higher attendance.
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Table 4.30. Multiple Regression Analysis, Attendance as Dependent Variable
Variables in Equation

Beta

t

p

Age

1.88

2.37

.020*

Gender

.68

.68

.498

Degree

-2.99

-2.57

.012*

Years Experience

-.33

-.73

.462

* p < .05

Training. This section contains the result of the regression analyses which
involved four predictor variables for each analysis. The four variables used as predictor
variables for the fifty multiple regression analysis were (a) age, (b) gender, (c) degree,
and (d) years experience. Regression analyses were conducted using training as the
dependent (outcome) variable.
The multiple regression equation calculates the amount of variation in one
dependent variable, using two or more independent variables that account for variation in
the dependent variable. In this study, separate multiple regression analyses were
conducted using training as the dependent variable. The predictor variables were (a) age,
(b) gender, (c) degree, and (d) years experience.
This multiple regression analysis was performed to determine which predictor
variables accounted for a statistically significant amount of the variation in the outcome
variable, training. The result of the analysis indicated that 13.0% of the total variation in
discipline was explained by the four predictors. The omnibus ANOVA results was
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statistically significant, F(4,75) = 2.80, p = .031. The predictor variables were (a) age, (b)
gender, (c) degree and (d) years experience.
The regression equation also calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and training as the
dependent variable. The t-tests were performed to determine whether any of the separate
obtained unstandardized coefficients differ from zero. A coefficient of zero indicates the
lack of relationship between the predictor variable and the dependent variable. The t-test
for training indicated that the predictor variable, years experience, was statistically
significant t(1,75), 2.74, p = .008. The summary of this analysis is in Table 4.31. The
partial correlation coefficient indicated that 13% of the variation in operating procedures
was predicted by the years of experience.

Table 4.31. Multiple Regression Analysis, Training as Dependent Variable
Variables in Equation

Beta

t

p

Age

-.279

-1.176

.243

Gender

-.137

-.455

.650

Degree

-.070

-.201

.841

Years Experience

.369

2.735

.008*

p < .05

Operation Procedures. This section contains the result of the regression analyses
which involved four predictor variables for each analysis. The four variables used as
predictor variables for the third multiple regression analysis were (a) age, (b) gender, (c)
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degree, and (d) years experience. Regression analyses were conducted using operating
procedures as the dependent (outcome) variable.
The multiple regression equation calculates the amount of variation in one
dependent variable, using two or more independent variables that account for variation in
the dependent variable. In this study, separate multiple regression analyses were
conducted using operation procedures as the dependent variable. The predictor variables
were (a) age, (b) gender, (c) degree, and (d) years experience.
This multiple regression analysis was performed to determine which predictor
variables accounted for a statistically significant amount of the variation in the outcome
variable, operating procedures. The result of the analysis indicated that 16.8% of the total
variation in operation procedures was explained by the four predictors. The omnibus
ANOVA results was statistically significant, F(4,75) = 3.80, p = .007. The predictor
variables were (a) age, (b) gender, (c) degree and (d) years experience.
The regression equation also calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and operating
procedures as the dependent variable. The t-tests were performed to determine whether
any of the separate obtained unstandardized coefficients differ from zero. A coefficient of
zero indicates the lack of relationship between the predictor variable and the dependent
variable. The t-test for operating procedures indicated that the predictor variable, years
experience, was statistically significant t(1,75), 2.26, p = .027. The summary of this
analysis is in Table 4.32. The partial correlation coefficient indicated that 25.3% of the
variation in operating procedures was predicted by the years of experience.

67

Table 4.32. Multiple Regression Analysis, Operation Procedures as Dependent
Variable
Variables in Equation

Beta

t

p

Age

-.444

-.890

.376

Gender

-1.215

-1.925

.058

Degree

.680

.928

.356

Years Experience

.640

2.262

.027*

*p < .05

Discipline. This section contains the result of the regression analyses which
involved four predictor variables for each analysis. The four variables used as predictor
variables for the second multiple regression analysis were (a) age, (b) gender, (c) degree,
and (d) years experience. Regression analyses were conducted using discipline as the
dependent (outcome) variable.
The multiple regression equation calculates the amount of variation in one
dependent variable, using two or more independent variables that account for variation in
the dependent variable. In this study, separate multiple regression analyses were
conducted using discipline as the dependent variable. The predictor variables were (a)
age, (b) gender, (c) degree, and (d) years experience.
This multiple regression analysis was performed to determine which predictor
variables accounted for a statistically significant amount of the variation in the outcome
variable, discipline. The result of the analysis indicated that 5.1% of the total variation in
discipline was explained by the four predictors. The omnibus ANOVA results was not
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statistically significant, F(4,75) = 1.01, p = .408. The predictor variables were (a) age, (b)
gender, (c) degree and (d) years experience.
The regression equation also calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and discipline as the
dependent variable. The t-tests were performed to determine whether any of the separate
obtained unstandardized coefficients differ from zero. A coefficient of zero indicates the
lack of relationship between the predictor variable and the dependent variable. The t-test
for discipline indicated that the predictor variables were not statistically significant. The
summary of this analysis is in Table 4.33.

Table 4.33. Multiple Regression Analysis, Discipline as Dependent Variable
Variables in Equation

Beta

t

p

Age

.641

1.411

.162

Gender

-.105

-.183

.185

Degree

-.857

-1.284

.203

Years Experience

-.200

-.776

.440

Administrators’ Survey Responses
Research question two asked: what are the best predictors of administrators’
perceptions of teacher absenteeism as measured by the instrument, Perception of the
Impact of Teacher Absenteeism, using the following predictor variables (a) age, (b)
gender, (c) educational degree level, and (d) years experience. After collecting all of the
administrator survey, there were not enough respondents for a valid conclusion using the
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Planned statistical analysis of multiple regression. The descriptive statistics are found in
Table 4.34.

Table 4.34. Summary of Administrators’ Survey Responses
Survey Item

Responses
Strongly Agree

Agree

Indifferent

Disagree

Strongly
Disagree

1

1

2

0

0

0

2

3

0

0

0

0

3

0

3

0

0

0

4

1

2

0

0

0

5

0

2

1

0

0

6

0

1

1

1

0

7

0

0

1

2

0

8

0

0

0

3

0

9

0

0

0

3

0

10

0

0

2

1

0

11

2

1

0

0

0

12

1

2

0

0

0

13

0

0

1

2

0

14

0

0

1

2

0

15

0

0

0

2

1

16

3

0

0

0

0

17

0

0

0

0

3

18

1

2

0

0

0

19

3

0

0

0

0

20

0

0

0

0

3

21

1

2

0

0

0

22

0

1

2

0

0

23

3

0

0

0

0

24

3

0

0

0

0

25

2

1

0

0

0

26

3

0

0

0

0

27

0

0

1

2

0

28

0

3

0

0

0
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Teachers’ Responses to Interview Questions
The third research question asked: from the point of view of teachers, how does
teacher absenteeism affect (a) student attendance, (b) instruction time, (c) student
achievement, (d) student discipline (e) substitute teacher training (f) interruption of the
school routine, and (g) the school climate? Structured interview questions were used to
collect data from three teachers in three schools in a rural county in northeastern
Mississippi. Personal interviews were conducted relative to how teacher absenteeism
affects (a) student attendance, (b) instruction time, (c) student achievement, (d) student
discipline, (e) student discipline, (f) interruption of the school routine, and (g) the school
climate? This interview technique as described by Yin (2002) is necessary to go beyond
the simple collection of descriptive data and begin the complex process of analyzing the
behavioral and institutional characteristics. The teachers that responded will be referred
to as first, second, and third.
The first question asked if teachers believe student attendance is affected by the
regular classroom teacher being absent and if so, in what way? The common theme in the
three answers was of teachers that will be out for an extended period of time.
Respondents one and two said that if the teacher is out for an extended period of time,
students are more likely to be absent. The third answer stated that students get the
mindset if the teacher is not there, class will not consist of anything meaningful.
The second question asked teachers if they believe that there is an increase or
decrease in the number of students cutting class when the regular teacher is absent and if
so, what do you think is the approximate difference in the number? All three responses
were different. The first one stated that there was an average of two students skipping
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class each period with a substitute teacher. The second respondent gave a strait out no –
there was no increase or decrease in students skipping class. The third response stated
that high school students take advantage of substitute teachers since they aren’t as
knowledgeable of the rules; therefore, cutting class more.
The third question asked teachers if they find that there are more or less students
in the hallways when regular teachers are absent. All three respondents stated there were
a large number of students in the hallways. The first respondent said that substitute
teachers don’t monitor students very closely and allow students out of class. The second
stated that most substitutes are easily convinced a student needs to be somewhere other
than the classroom. This also gives the substitute fewer students and a more pleasant
environment. The third response was that students will repeatedly ask to the restroom or
water fountain and the substitute freely allows this to happen.
The fourth question asked the teachers what were their observations regarding
student discipline when the regular teacher is away from the classroom. All three
respondents agreed there were more discipline problems. The first stated that many times
student behavior reflects the behavior of the substitute teacher and the substitute’s
attitude. The second response was that the students don’t respect a substitute teacher the
same as a regular teacher. The third response was that many times students who never
give the regular teacher any problems seem to be the ones who get into trouble with a
substitute teacher.
The fifth question asked about the teacher’s thoughts on the quality of the lesson
plans left for the substitute teachers. Is it busy-work or a meaningful learning experience?
I received three different answers to this question. The first respondent stated that
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teachers leave busy-work because they know the substitute will not follow the lesson
plans nor monitor the students properly. The second response was that most teachers
provide excellent lesson plans, but the substitute teachers don’t always follow them. The
third respondent stated that it depends on who is going to be the substitute. Depending on
the substitute, the work may or may not be completed.
The sixth question asked the teachers what is the feedback they get from other
regular teachers concerning work completed with a substitute teacher. The first answer
was negative feedback; most substitute teachers won’t require the students to do the work
if they will behave. The second respondent stated that the feedback was inadequate
concerning work completed. The last response stated that the majority of the work is of
poor quality and if the students promised to be quiet, the substitute teacher wouldn’t
make them complete the work.
The seventh question asked teachers to describe the typical training background
of their substitute teachers. The first two answers were similar – both responded there is
no training at all for substitute teachers. The third response stated that the only training
substitutes had was if the substitute was a retired teacher. A retired teacher would know
the dynamics of the profession. In the past there were training sessions that only included
going over the student handbook with the potential substitute teacher.
The eighth question asked teachers about their observations of the overall school
climate when regular teachers are away from the classroom. The common thread between
all three answers was the school is somewhat out of control. The first response stated that
the school is more like a day-care center when the regular teacher is out. The second
response claimed the students were louder and more aggressive. The third answer stated
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that students take advantage when regular teachers are away by taking the opportunity to
break the rules or to slack off on their work. Discipline referrals increase; therefore,
administrators must devote more of their day to handling those problems.
The ninth question asked the teachers if they have experienced any problems with
substitute teachers in the classroom. All three answers were common, but with different
remarks. The first respondent stated that lesson plans are not followed at all. The next
answer echoed this by saying that the substitutes do not follow instructions, don’t monitor
students, there’s a lack of disciplinary measures, and the substitute teacher allows
students to leave the classroom. The third answer states that on many occasions, she has
had to leave her classroom to reprimand a class next door with a substitute teacher. On
another occasion, this same teacher had to reprimand a substitute teacher for talking on
her cellular telephone all day long.
The tenth question asked the teachers how they would improve situations
regarding teacher’s absenteeism and substitute teacher effectiveness. All three answers
were similar – all three agreed that substitutes should be made to attend training. The first
response stated that all substitute teachers must attend mandatory training. Also, the
administration should regularly ‘pop-in’ the classrooms with substitute teachers.
Substitute teachers should be evaluated by regular teachers and the administration which
could help influence their pay scale. The second response stated that substitute teachers
should participate in a training program. Their abilities or lack of abilities should be
assessed by the administration. The third respondent had a unique idea. Besides better
training, prospective substitutes should observe in the classrooms and have the
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opportunity to talk with effective classroom teachers about problems that may arise and
how to handle them.

Administrators’ Responses to Interview Questions
The fourth research question asked: from the point of view of administrators, how
does teacher absenteeism affect (a) student attendance, (b) instruction time, (c) student
achievement, (d) student discipline, (e) substitute teacher training, (f) interruption of the
school routine, and (h) the school climate? Structured interviews were used to gather data
from principals in three schools in a rural county in northeastern Mississippi. Personal
interviews were conducted relative to how teacher absenteeism affects (a) student
attendance, (b) instruction time, (c) student achievement, (d) student discipline (e)
substitute teacher training, (f) interruption of the school routine, and (g) the school
climate ? This interview technique as described by Yin (2002) is necessary to go beyond
the simple collection of descriptive data and begin the complex process of analyzing the
behavioral and institutional characteristics. The administrators that responded will be
referred to as first, second, and third.
Question one asked if student attendance is affected by the regular classroom
teacher being absent - if so, in what way. The first two answers were a resounding no the
third answer was if the students knew the teacher was going to be out an extended period
of time, the students would have someone call and check them out of school during that
particular period.
Question two asked if there is an increase or decrease in the number of students
cutting class when the regular teacher is absent – if so, give an approximate difference.
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The first and third responses were similar with both giving numerical examples. The first
respondent stated that there were usually two that will leave their regular class to work on
assignments not completed the night before for another class. The third response stated
that there was about a 10% increase in students trying to leave the classroom or simply
cutting class. The second response stated that there was an increase, but if a substitute is
good or familiar with the school and the rules, they can help students stay in the
classroom.
Question three asked if there were more or less students in the hallways when
regular teachers are absent. All three responded that there were more students in the
hallways when the regular teachers were absent. Responses one and two were similar in
that substitutes do not always know the rules and usually believe students when they say
the regular teachers let them leave the room. The second respondent also stated that
substitutes are also viewed as a sitter by the students. The third response stated that
students come up with many excuses to leave the room and the substitute allows them to
leave.
Question four asked about the administrators observations regarding student
discipline when the regular teacher is away from the classroom. Is there a difference in
discipline referrals when the regular teacher is absent? The first answer was that students
did less structured class work when there was a substitute teacher. The students would
find other ways to entertain themselves which was usually against the rules. Responses
two and three were similar. Respondent two stated that a substitute teacher that wasn’t
familiar with rules increased the problems. The third answer said there were more
referrals because the substitute had no training on discipline or classroom management.
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Question five asked how the administrator felt the quality of lesson plans left for
substitute teachers. Was it busy-work or a meaningful learning experience for the
student? All three responses were of the same nature. The first answer stated that most
work is busy-work to keep the students busy and quiet. The second answer stated that is
was busy-work also with the quality of the lesson plans equating to the quality of the
teacher. The third answer stated lesson plans were strictly busy-work.
Question six asked what feedback administrators get from regular teachers
concerning work completed with a substitute teacher. Answers one and two were similar
in that both stated that the students rarely finished their assigned work or would just mark
down anything that came to mind in order to finish quickly. The third response stated that
most regular throw the work away when they return.
Question seven asked about the typical training background of substitute teachers.
All three answers were similar. They all stated that there was no training for the substitute
teachers in their district. Respondent three stated that some may have a high school
diploma, but most were just a warm body.
Question eight asked what were the administrator’s observations of the overall
school climate when regular teachers are away from the classroom. The first response
stated that there are more students roaming the halls or in classrooms they were not
supposed to be. The second response stated that it was very chaotic if there were more
than five regular teachers out at any one time. The third respondent simply stated that it
was uproar and confusion.
Question nine asked if the administrators had experienced any problems with
substitute teachers in the classroom – if so, what were the problems. All three answers
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were similar. They all stated that the substitutes didn’t know the rules of the classroom,
such as no students on the internet, no cell phone usage, and not covering assigned duties.
The second response also stated that the substitutes weren’t informed of any certain
expectations for their classes.
Question ten asked how the administrators would improve the situations regarding
teacher absenteeism and substitute effectiveness. All three responses gave the same type
answer, but from different angles. The first response stated that the state and the school
districts need to make it mandatory for substitute teachers to attend workshops, provided
by the district, to teach the sub the proper ways of handling students and to learn the
rules. Teacher aids have to attend workshops and pass a test, so why not substitute
teachers. The second response stated that a positive school climate would improve
teacher absenteeism and that training expectations would help substitute effectiveness.
The third response was to give teachers incentives for not missing school. Also, the
administration should require teachers to leave such detailed lesson plans that it would be
a burden on the teachers to be out.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

This chapter presents the summary, conclusions, implications, and
recommendations based on the results of this study. The analyses in Chapter 4 were
presented using the research questions, the questionnaire and the responses as the
conceptual framework. The statistical procedures employed in this study were: (a)
descriptive statistics, (b) multiple regression analysis, and (c) structured interview
techniques in research. This chapter relates the purpose and significance of the study to
the conclusions, implications, and recommendations. The research questions, which have
guided the study, also served as a framework for the discussion in this chapter.

Summary
Research question 1 used descriptive statistics and multiple regression analysis to
determine the relationships between predictor variables in the demographic section and
dependent variables in the questionnaire Perception of the Impact of Teacher
Absenteeism. This section provides a systematic, descriptive profile of the affects of
teacher absenteeism on operations of school programs in a rural northeast Mississippi
school district. Research question 2 used descriptive statistics to show administrators’
perceptions of teacher absenteeism as measured by the instrument Perception of the
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Impact of Teacher Absenteeism using the following predictor variables (a) age, (b)
gender, (c) degree level, and (d) administrative or teaching experience?
For research questions 3 and 4, structured interviews were utilized to go
beyond the simple collection of descriptive data and begin the complex process of
analyzing the behavioral and institutional characteristics as described by Yin (2002).
Interview data were gathered from teachers and administrators in three schools in a rural
county in northeastern Mississippi. Personal interviews were conducted relative to how
teacher absenteeism affected (a) student attendance, (b) instruction time, (c) student
achievement, (d) student discipline, (e) substitute teacher training, (f) interruption of the
school routine, and (g) the school climate. The conclusions drawn from the findings and
the recommendations provide important information to administrators and teachers for
making decisions to improve student achievement during periods of time students are
subjected to substitute teachers.

Conclusions

Predictors of Teachers’ Survey Responses
Research question 1 used descriptive statistics and multiple regression analyses to
determine the relationships between predictor variables in the demographic section and
dependent variables in the questionnaire, Perception of the Impact of Teacher
Absenteeism, to provide a systematic, descriptive profile of the effects of teacher
absenteeism on operations of school programs in a rural northeast Mississippi school
district.
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•

After analyzing the descriptive statistics of the variable productivity, it is
obvious the regular teachers have a negative attitude toward the role of the
substitute teacher. What gives them this attitude? Many teachers have
never had positive experiences with substitute teachers and believe they
never will; therefore, they are negative.

•

The five questions asked about productivity were: (a) students follow
directions and complete assigned work when the regular teacher is absent,
(b) students engage in their classroom work for the duration of the period
when the regular teacher is absent, (c) is student productivity high when
the regular teacher is absent, (d) are lesson plans thoroughly followed
when substitutes are in the classroom, (e) are students cooperative and
work well with substitute teachers.

•

The overwhelming response to all of these questions came in the disagree
category. Sixty-four percent of the responses to the productivity questions
fell in the disagree category. It could be concluded that the regular
teachers believe there is no productivity when a substitute teacher is in
their classroom. Many times ego gets into the thought process of regular
teachers and their substitute teachers. Many regular teachers want to
believe there is nobody that can teach their class or motivate their kids as
they do.

•

The six questions asked about attendance were: (a) does student
absenteeism increases when the regular teacher is absent, (b) does student
early dismissals increase when the regular teacher is absent, (c) are
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students more likely to cut class when the regular teacher is absent, (d) are
students more likely to obtain early dismissals when they know their
regular teacher is absent, (e) is there an increase in the use of hall passes
when the regular teacher is absent, (f) do students view having a substitute
is like having a day off.
•

The similarities of the responses fell into the agree category. Fifty percent
of the responses of the attendance questions fell into the agree category; it
could be concluded the regular teachers thought there was a negative
difference in attendance when there was a substitute teacher. Many
students feel there is no need to be in the classroom with a substitute
teacher – they had rather be somewhere else or doing something else.

•

The three questions that were asked about substitute training were: (a)
should substitutes have classroom management training before they
actually cover a classroom, (b) would students benefit more from a
substitute with training than one without training, (c) would the school
environment be positively effected if substitutes have classroom
management training.

•

All responses to the substitute training questions were overwhelmingly
strongly agree. Sixty-three percent of all substitute training questions fell
in the strongly agree category. It could be concluded that regular teachers
strongly agree that substitute teachers need some type of training. This
belief comes from past experiences of no productivity in the classroom of
substitute teachers and from the many disciplinary problems that arise.
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•

The nine questions dealing with operation procedures were: (a) do
substitutes provide clear classroom directions and instructions, (b) are
regular teacher lesson plans thorough and clear enough for a substitute to
interpret and follow, (c) is the ordinary operation of the school
environment affected when an excess (4) in substitutes are in the building,
(d) are normal school operating procedures carried out when substitutes
are in the building, for example: cafeteria, bus, bathroom, hall duties,
proper attendance duties, etc., (e) should administrators closely monitor
those classrooms with substitutes, (f) should administrators meet
substitutes before they begin their coverage, (g) do regular teachers have a
responsibility to the substitute teacher to leave thorough, complete lesson
plans, (h) do regular teachers leave lesson plans that are review work or
busy work for the substitute to administer, (i) should regular teachers and
substitute teachers review lesson plans together, when possible, before the
regular teachers’ absence.

•

From these nine questions, two sub-groups were developed within the
answers.

•

The first four questions were not very substitute teacher friendly. The first
question had a 60% disagree response. Regular classroom teachers
disagreed that substitute teachers provide clear classroom directions and
instructions.

•

The majority of the responses of the second, third and fourth questions fell
within the agree to disagree range. Forty-two percent agreed the
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operational procedures were positive, 14% were indifferent, and 27%
disagreed the operational procedures were positive with substitute
teachers.
•

The last five questions were more administrator and teacher friendly; the
questions were more suited to get a strongly agree or agree response from
the administrators and teachers. Forty-eight percent of the responses
strongly agreed and 52% agreed that if administrators and teachers took
certain precautions, the operational procedures of the school with
substitute teachers would be positive.

•

It could be concluded that the operational procedures of a school are
influenced dramatically when there is an excess of substitute teachers
during the school day. One major reason for this is lack of classroom
management and discipline.

•

Substitute teachers routinely send students to the office for minor
infractions instead of dealing with them in the classroom. This causes
congestion and turmoil in the office when several students are sitting in
the office waiting to be disciplined.

•

The five questions dealing with discipline were: (a) does student tardiness
increases when the regular teacher is absent, (b) are students more
disruptive during class when the regular teacher is absent, (c) do students
follow classroom rules when the regular teacher is absent, (d) do students
try to manipulate the classroom environment when the regular teacher is
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absent, for example: change seats, waste time, and use of task behavior,
(e) do students have a good rapport with substitutes.
•

There was a wide array of answers in this category.

•

Fifty-eight percent agreed student tardiness increased with a substitute
teacher.

•

Fifty percent strongly agreed and 39% agreed that students are more
disruptive during class when the regular teacher is absent.

•

Sixty-nine percent disagreed that students follow classroom rules when
substitute teachers are present.

•

Forty-eight percent strongly agreed and 44% agreed that students try to
manipulate the classroom environment when the regular teacher is absent.

•

Forty percent disagreed that students have a good rapport with substitute
teachers.

•

It could be concluded that discipline becomes a problem when the regular
classroom teacher is out. Why is this? Students think they can wreck
havoc with much more with a substitute teacher. And, as stated previously,
substitute teachers don’t deal with minor issues in the classroom, they
send them to the principal’s office, which could be avoided.

Multiple Regression Analysis was used to determine the relationships between
predictor variables in the demographic section and the dependent variables which
consisted of attendance, productivity, discipline, operating procedures, and training from
the questionnaire, Perception of the Impact of Teacher Absenteeism, using the following
predictor variables (a) age, (b) gender, (c) degree level, and (d) administrative or teaching
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experience to provide a systematic, descriptive profile of the affects of teacher
absenteeism on operations of school programs in a rural northeast Mississippi school
district.
Age is a major topic of discussion when discussing attendance of teachers. As was
pointed out earlier, the results of a study by Bridges (1980) showed the older teacher is
absent less frequently although the older teacher may be absent more days at one time.
Another study by Ehrenberg, Ehrenberg, Rees, & Ehrenberg (1991) studied 700 school
districts in New York. The results of this study showed that teachers 55 years of age or
older were absent less often. Webb (1995) recalled Richardson’s 1980 study that
examined teacher attendance at eight Dallas secondary schools. This proved to be another
example of the consistency of age and teacher absenteeism. After reporting that teachers
over fifty years of age took the fewest number of days off, while teachers in their early
thirties had the most absences, it was concluded that age and attendance were related.
•

These facts relate to the multiple regression analyses of this study.

•

The regression equation calculated individual independent t-tests using
separate unstandardized coefficients as the independent variables and
attendance as the dependent variable. The t-tests were performed to
determine whether any of the separate obtained unstandardized
coefficients differ from zero.

•

The t-test for attendance indicated that the predictor variable, age, was
statistically significant. It could be concluded that higher ages indicate
higher attendance. This could result from maturity and responsibility as a
person ages.
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Haberman (2005) found that in addition to problems that exist in schools, several
demographic characteristics are also related to teacher absenteeism: teachers’ age,
teachers’ degree level, and the number of years of experience have significant mediating
effects on stress, burnout, and higher absenteeism.
•

The teacher’s degree level was another strong predictor of teacher absenteeism. In
the multiple regression analyses, t-tests were performed to determine whether any
of the separate obtained unstandardized coefficients differ from zero. The t-test
for attendance indicated that the predictor variable, degree, was statistically
significant.

•

It could be concluded that advanced degrees indicate a higher rate of attendance.
Why is that? Does a teacher or administrator develop a higher sense of
responsibility with advanced degrees?

•

Operating Procedures of the school district using age, sex, degree, and years
experience as predictor variables was the next significant finding.

•

Using multiple regression, t-tests were performed to determine whether any of
the separate obtained unstandardized coefficients differ from zero. The t-test for
operating procedures indicated that the predictor variable, years experience, was
statistically significant.

•

It could be concluded the more years of experience a regular teacher has, the more
the regular teacher believes the operating procedures of the school suffer when
there are substitute teachers in classrooms.

•

Years experience and age could be related. The older and more experienced
teachers know the correct operational procedures of the school. These teachers
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respond in one of two ways: they are either extremely critical or extremely helpful
when the operational procedures become chaotic because of substitute teachers.
•

Training of substitute teachers using age, sex, degree, and years experience as
predictor variables was the next significant finding.

•

Using multiple regression analyses, t-tests were performed to determine whether
any of the separate obtained unstandardized coefficients differ from zero. The ttest for operating procedures indicated that the predictor variable, years
experience, was statistically significant.

•

It could be concluded the more years of experience of the regular teacher, the
stronger the inclination of substitute teacher training. Why do regular teachers feel
this way? All teachers want their classrooms to be productive during their absence
and they know the only way this will happen is to have a highly skilled substitute
teacher when they are out.

•

This parallels what Compton (2001) believed when he said there was a lack of
competent substitutes in the more specialized fields of study in addition to the
teacher’s desire of not wanting to work with a substitute who couldn’t handle the
subject matter or students. Teachers and administrators are adamant on this topic.
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Predictors of Administrators’ Survey Responses
Research question two used descriptive statistics to show administrators’
perceptions of teacher absenteeism as measured by the instrument, Perception of the
Impact of Teacher Absenteeism, using the following predictor variables (a) age, (b)
gender, (c) degree level, (d) administrative or teaching experience? By separating the
categories again into productivity, attendance, training, operation procedures, and
discipline, a comparison can be made between the teacher’s point of view and the
administrator’s point of view.
•

The five questions asked about productivity were: (a) do students follow
directions and complete assigned work when the regular teacher is absent, (b) do
students engage in their classroom work for the duration of the period when the
regular teacher is absent, (c) is student productivity high when the regular teacher
is absent, (d) are lesson plans thoroughly followed when substitutes are in the
classroom, (e) are students cooperative and work well with substitute teachers.

•

The administrative responses fell more into the strongly disagree category. It
could be concluded that administrators do not believe there is any productivity
taking place when there are substitute teachers in the classroom.

•

It could also be concluded that administrators have a negative perception of
productivity in substitute classrooms because of past experiences with substitute
teachers. Administrators try to make it through the day with as little disciplinary
situations as possible with substitute teachers instead of actually trying to
accomplish anything.
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•

The six questions asked about attendance were: (a) does student absenteeism
increases when the regular teacher is absent, (b) does student early dismissals
increase when the regular teacher is absent, (c) are students more likely to cut
class when the regular teacher is absent, (d) are students more likely to obtain
early dismissals when they know their regular teacher is absent, (e) is there an
increase in the use of hall passes when the regular teacher is absent, (f) do
students view having a substitute is like having a day off.

•

While most of the teacher’s answers were in the agree category, again the
administrator’s responses were more in the strongly agree category.

•

It could be concluded that student attendance is affected by substitute teachers in
the classrooms. Why is there a difference in perception of teachers and
administrators on attendance. One argument could be that administrators see the
attendance results on a daily basis as opposed to regular classroom teachers whom
are not privy to the attendance records.

•

The three questions that were asked about substitute training were: (a) should
substitutes have classroom management training before they actually cover a
classroom, (b) would students benefit more from a substitute with training than
one without training, (c) would the school environment be positively effected if
substitutes have classroom management training.

•

The administrator responses can’t be compared to the teacher’s responses because
all responses, teacher and administrator, dealing with substitute teacher training
were a resounding strongly agree.
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•

One strong argument for substitute teacher training is, as stated earlier, according
to the National Council on Teacher Quality, the typical student spends the
equivalent of one full year during the K-12 experience under the supervision of
substitute teachers. That’s a lot of time to be without a knowledgeable teacher.

•

The nine questions dealing with operation procedures were: (a) do substitutes
provide clear classroom directions and instructions, (b) are regular teacher lesson
plans thorough and clear enough for a substitute to interpret and follow, (c) is the
ordinary operation of the school environment effected when an excess (4) in
substitutes are in the building, (d) are normal school operating procedures carried
out when substitutes are in the building, for example: cafeteria, bus, bathroom,
hall duties, proper attendance duties, etc., (e) should administrators closely
monitor those classrooms with substitutes, (f) should administrators meet
substitutes before they begin their coverage, (g) do regular teachers have a
responsibility to the substitute teacher to leave thorough, complete lesson plans,
(h) do regular teachers leave lesson plans that are review work or busy work for
the substitute to administer, (i) should regular teachers and substitute teachers
review lesson plans together, when possible, before the regular teachers’ absence.

•

Why would an abundance of substitute teachers affect the everyday operational
procedures of a school? After comparing teacher responses to the administrator
responses, it is clear the administrator’s responses were in the majority of the
strongly agree category.

•

It could be concluded that administrators believe operational procedures are
greatly affected when several regular teachers are absent. Why do administrators
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feel so strongly about this? Many administrators have had so many negative
experiences when regular teachers are absent that they are pessimistic about the
school day running smoothly.
•

The five questions dealing with discipline were: (a) does student tardiness
increases when the regular teacher is absent, (b) are students more disruptive
during class when the regular teacher is absent, (c) do students follow classroom
rules when the regular teacher is absent, (d) do students try to manipulate the
classroom environment when the regular teacher is absent, for example: change
seats, waste time, and use of task behavior, (e) do students have a good rapport
with substitutes.

•

Student tardiness increases because substitute teachers, the majority of them, do
not record the tardy. Many are not familiar with the tardy policy. Administrators
overwhelmingly think students are more disruptive with substitute teachers.
Overall, it could be concluded, from the administrator’s point of view, discipline
problems occur more frequently when substitute teachers are in classrooms.

Teachers’ Views of the Effect of Absenteeism on School
Research question three asked: From the point of view of teachers, how does
teacher absenteeism affect (a) student attendance, (b) instruction time, (c) student
achievement, (d) student discipline, (e) substitute teacher training (f) interruption of the
school routine, and (g) the school climate? For research question three, structured
interview questions were utilized. Interview data were gathered from teachers in three
schools in a rural county in northeastern Mississippi. Personal interviews were conducted
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relative to how teacher absenteeism affected (a) student attendance, (b) instruction time,
(c) student achievement, (d) student discipline, (e) substitute teacher training, (f)
interruption of the school routine, (g) and the school climate?
•

The major conclusion of research question three comes down to two
issues: training and discipline.

•

These two issues go hand-in-hand when a successful or unsuccessful
substitute teacher comes to mind. The main complaint in most of the
responses to the interview questions was the lack of discipline the students
exhibited. This could be brought on by several factors such as no lesson
plans, total disrespect of the substitute teacher, and the substitute teacher’s
possible negative, combative attitude.

•

As a result of the student’s disciplinary problems, it could be concluded
that the school seems out of control if there is an excessive amount of
substitute teachers in the school. As one respondent remarked, “discipline
referrals increase; therefore, administrators must devote more of their day
to handling those problems.”

•

Another variable in this equation could be the level of students the
substitute teacher has in the class. Lower achieving students tend to be
higher in disciplinary problems, whereas higher achieving students tend to
be lower in disciplinary problems.

•

It could be concluded that training is the key. Most of the respondents to
the interview questions qualified all of their answers with, “if all substitute
teachers had to go through a mandatory training session” then discipline
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would be better, achievement would be higher, and the operational
procedures would be more positive.
•

Along with mandatory training, it could be concluded that administrators
and teachers could play a part in better preparing substitute teachers.

•

Administrators should routinely show up in the substitute’s classroom to
monitor and let the students know their actions are being observed by the
administration.

•

Also, teachers could help evaluate substitute teacher’s performance to help
them improve during their substitute teaching experience. It could also be
concluded that using a sliding pay scale for substitute teachers would be
beneficial. The better a job the substitute teacher does the better pay he
will receive. Or conversely, if the substitute does a poor job, the next time
he substitutes, he will receive less.

Administrators’ Views of the Effect of Absenteeism on School
Research question four asked: from the point of view of administrators, how does
teacher absenteeism affect (a) student attendance, (b) instruction time, (c) student
achievement, (d) student discipline, (e) substitute teacher training, (f) interruption of the
school routine, (g) and the school climate? For research question four, structured
interviews were utilized. Interview data were gathered from administrators in three
schools in a rural county in northeastern Mississippi. Personal interviews were conducted
relative to how teacher absenteeism affected (a) student attendance, (b) instruction time,
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(c) student achievement, (d) student discipline, (e) substitute teacher training, (f)
interruption of the school routine, (g) and the school climate?
•

After carefully organizing all of the administrators’ responses and
comparing them with the teacher’s responses, it could be concluded that
substitute teachers need to be introduced to the rules of the schools just as
the students get introduced.

•

One of the main problems administrators have with substitute teachers is
they don’t know the basic classroom rules that deal with internet use, cell
phone use, and their actual duties throughout the school day.

•

This leads to another term that was used frequently in the administrator’s
answers: expectations.

•

t could be concluded that the expectations of the substitute teacher is not
expressed by the administration or the regular teacher. The substitute
teacher should know what is expected throughout the day in the classroom
and in the halls.

•

It could also be concluded that the quality of the regular classroom teacher
has a big hand in the success of a substitute teacher.

•

One common theme with the administrative responses was that the quality
of the regular teacher had a lot to do with the quality of the lesson plans
and the quality of the classroom management that is expected when that
teacher is absent.

•

One administrator pointed out that many times the students act the same
way with the regular teacher as they do the substitute teacher.
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Recommendations
This section offers recommendations and implicates possible issues that could
effect policy decisions by the school district administrators and preparation programs
regarding teacher absenteeism and substitute teachers. It is recommended that these
individuals and groups consider the information presented in this study to focus on the
present and future status of this northeast Mississippi school district.
•

School district preparation programs need to make an effort to better
prepare future substitute teachers for the more difficult aspects associated
with the role of substitute teacher.

•

Future substitute teachers need to be aware of and understand the rigor in
being a substitute teacher.

•

They should understand the fact that a school day consists of long hours
dealing with students with whom they aren’t familiar, a plethora of
numerous tasks that will consume large amounts of time and energy, and
the frustrations of too much to do and, often times, not knowing how to do
it.

•

It is recommended that the northeast Mississippi school district find ways
to train and retain good, knowledgeable substitute teaches when regular
classroom teachers have to be out.

•

The experienced, regular teachers are more effective and preferred in
providing high academic achievement.
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•

It is recommended that the school district fully fund training programs that
would be required by all possible substitute teachers working in the school
district.

•

The requirements of the No Child Left Behind Act of 2002 has strong
implications for the appropriate funding of educational programs that will
ensure schools are provided with the very best possible opportunities for
success.

•

State and local policy makers need to consider, if they want qualified
competent people working in our schools, allocating funds to districts so
that they can provide adequate substitute teachers. If this fact is ignored,
then the shortage and quality of candidates for substitute teaching will
continue to diminish and more students will suffer. Based on the findings,
the legislature, the State Department of Education, and other stake-holders
should consider ways to better fund substitute teacher training in
Mississippi schools.
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Family And Medical Leave Act of 1993
The FMLA entitles eligible employees to take up to twelve (12) weeks of unpaid,
job-protected leave in a 12-month period for specified family and medical reasons and
makes it unlawful for any state agency to discharge or discriminate against any person for
opposing any practice made unlawful by the Act or for involvement in any proceeding
under or relating to the Act. Further, the appointing authority shall not interfere with,
restrain, or deny exercise of, or the attempt to exercise any right provided under the Act.
The FMLA does not affect any other federal or state law that prohibits
discrimination and does not supersede any state or local law which provides
greater and more generous leave rights.
Serious Health Condition: An illness, injury, impairment, or physical or mental condition
that involves:
A. Inpatient care (an overnight stay) in a hospital, hospice, or
residential medical care facility, including any period of
incapacity, or any subsequent treatment in connection with such
inpatient care; or
B. Continuing treatment by a health care provider to include:
1.A period of incapacity of more than three consecutive
calendar days and any other subsequent treatment or period
of incapacity relating to the same condition that also
involves:
a. Treatment two or more times by a health care
provider, by a nurse or physician’s assistant under
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direct supervision of a health care provider, or by
a provider of health care services (e.g., physical
therapist) under orders of, or on referral by, a
health care provider; or
b. Treatment by a health care provider on at least one
occasion which results in a regimen of continuing
treatment under the supervision of the health care
provider.
2. Any period of incapacity due to pregnancy, or for prenatal
care.
3. Any period of incapacity or treatment for such incapacity
due to a chronic serious health condition.
4. A period of incapacity which is permanent or long-term due
to a condition for which treatment may not be effective.
The employee or family member must be under the continuing
supervision of a health care provider, but need not be
receiving active treatment by a health care provider.
Examples include Alzheimer’s a severe stroke, or the
terminal stages of a disease.
5. Any period of absence to receive multiple treatments
(including any period of recovery there from) by a health
care provider or by a provider of health care services
under orders of, or on referral by, a health care
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provider, either for restorative surgery after an
accident or other injury, or for a condition that would
likely result in a period of incapacity of more than
three (3) consecutive calendar days in the absence of
medical intervention or treatment, such as cancer
(chemotherapy, radiation, etc.) severe arthritis
(physical therapy), kidney disease (dialysis).
FMLA entitles eligible State employees to take up to 12 weeks of unpaid, jobprotected leave during any 12 month period for the following family and
medical reasons:
A. for the birth of the employee’s son or daughter, and to care for
the newborn child;
B. the placement with the employee of a son or daughter for adoption
or foster care, and to care for the newly placed child;
C. to care for an immediate family member with a serious health
condition;
D. because of a serious health condition that makes the employee
unable to perform one or more of the essential functions of his
or her job.
Entitlement to leave under (A) and (B) above shall expire at the end of the
12 month period beginning on the date of such birth or placement.
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DONATED LEAVE
Any school district employee may donate a portion of his or her unused accumulated
personal leave or sick leave to another employee of the same or another school district
who is suffering from a catastrophic injury or illness or who has a member of his or her
immediate family suffering from a catastrophic injury or illness, in accordance with the
following:
The employee donating the leave (the donor employee) shall designate the employee who
is to receive the leave (the recipient employee) and the amount of unused accumulated
personal leave and sick leave that is to be donated, and shall notify the school district
superintendent or his or her designee of his or her designation.
The maximum amount of unused accumulated personal leave that an employee may
donate to any other employee may not exceed a number of days that would leave the
donor employee with fewer than five (5) days of personal leave remaining, and the
maximum amount of unused accumulated sick leave that an employee may donate to any
other employee may not exceed fifty percent (50%) of the unused accumulated sick leave
of the donor employee.
An employee must have exhausted all of his or her accumulated personal leave and sick
leave before he or she will be eligible to receive any leave donated by another employee.
Eligibility for donated leave shall be based upon review and approval by the donor
employee’s supervisor.
Before an employee may receive donated leave, he/she must provide the school district
superintendent or his designee with a physician’s statement that states the beginning date
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of the catastrophic injury or illness, a description of the injury or illness, and a prognosis
for recovery and the anticipated date that the recipient employee will be able to return to
work.
If the total amount of leave that is donated to any employee is not used by the recipient
employee, the whole days of donated leave shall be returned to the donor employees on a
pro rata basis, based on the ratio of the number of days of leave donated by each donor
employee to the total number of days of leave donated by all donor employees.
Donated leave shall not be used in lieu of disability retirement.
Forms for donating leave to another school employee can be obtained in the district’s
payroll office.
MILITARY LEAVE
Mississippi law on the subject of employees called to military service is covered in
Mississippi Code 1972 S33-1-21. The district complies with the Uniformed Services
Employment and Reemployment Rights Act of 1994. The law provides that school
district employees are entitled to a leave of absence from their respective duties for
periods not to exceed fifteen (15) days without loss of pay, time, annual leave or
efficiency rating when ordered to military duty. The district will not pay such employees
after the fifteen (15) day absence, but all other benefits will remain intact until the
employee is relieved from duty. Employees released from military service have ninety
(90) days to apply for reemployment and cannot be discharged without cause within one
(1) year after reinstatement to their school district position. Reemployment protection is
not extended to employees dishonorably discharged ·from military service. If the time of
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call to active duty is optional for the employee, the school district expects that the
employee choose a time for reporting to active duty that is least disruptive to the district.
PERSONAL LEAVE

Beginning with the school year 1983-84, each full time employee at the beginning of
each school year shall be credited with a minimum personal leave allowance, with pay, of
two (2) days for absences caused by personal reasons during that school year. Such
personal leave shall not be taken on the first day of the school term, the last day of the
school term, on a day previous to a holiday or a day after a holiday. Personal leave may
be used for professional purposes, including absences caused by attendance of such fulltime employee at seminar, class, training program, professional association or other
functions designed for educators. No deduction from the pay of such employee may be
made because of absence of such full time employee caused by personal reasons until
after all personal leave allowance credited to such employee has been used. However, the
superintendent of a school district, in his discretion, may allow an employee personal
leave in addition to any minimum personal leave allowance, under the condition that
there shall be deducted from the salary of such employee a contractual day's pay. An
employee that has ten (10) days of sick leave at the end of the fiscal year will be credited
an additional day of personal leave. The Houston Separate School District reserves the
right to limit the number of personnel on personal leave to fifteen (15) percent of the
faculty at each school at any time. Principals will insure that the fifteen percent is not
exceeded. An employee who has used all of his/her personal days for reasons other than
provided by Mississippi Code 37-7-307 foregoes their right to be absent under the
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provisions of the law should a function later arise in which they desire to attend.
Personal leave may be taken in either one (1) or one-half (1/2) day increments.
Personal leave may be used as sick leave at the discretion of the employee. However,
sick leave may not be used as personal leave. Payroll will not count personal days as
sick days unless it is requested by the employee. Please contact either the school
secretary or the payroll office to make these requests.
Employees who desire to use their personal leave should submit a request, in writing,
to the office of the superintendent. This request should be submitted to the principal,
endorsed by the principal, and then forwarded so as to arrive at the superintendent's
office no later than two (2) days prior to the date of the requested absence. As many
details as possible surrounding the nature of the request should be provided. The two
(2) days may be waived in emergency situations, or when personal leave is used as
sick leave. Final approval of a request will rest with the superintendent's office, and a
notification of the disposition of the request will be in writing.

UNUSED PERSONAL LEAVE:
At the end of each school year, unused personal days exceeding five (5) will be
converted to sick days to be used for the employee's future needs. They then fall under
regulations described under the sick leave section of this policy.

LEAVE USED FOR RETIREMENT:
Upon retirement from employment, each licensed and non-licensed employee shall be
paid for not more than thirty (30) days of unused accumulated leave earned while
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employed by the school district in which the employee is last employed. Such payment
for licensed employees shall be made by the school district at a rate equal to the amount
paid to substitute teachers and for non-licensed employees; the payment shall be made by
the school district at rate of minimum wage. THE PAYMENT SHALL BE TREATED
IN THE SAME MANNER FOR RETIREMENT PURPOSES AS A LUMP SUM
PAYMENT FOR PERSONAL LEAVE AS PROVIDED IN SECTION 25-11-103(e).
Any remaining lawfully credited unused leave, for which payment has not been made,
shall be certified to the Public Employees' Retirement System in the same manner and
subject to the same limitations as otherwise provided by law for unused leave.
CONVERSION TABLE FOR UNUSED/UNCOMPENSATED LEAVE:
Combined unused personal and sick leave that will count towards service credit
for retirement purposes:
•
15 days to 77 days
.25 year
•
78 days to 140 days
.50 year
•
141 days to 203 days
.75 year
•204 days to 266 days
1.00 year
Add .25 year for each additional 63 days.
SICK LEAVE

Each full-time employee of the Houston Separate School District is granted sick leave on a
prorated basis of days worked;
• Nine month employees ------- (7) days
• Ten month employees---------- (7) days
• Eleven month employees-----(8) days
• Twelve month employees------ (9) days
Sick leave days are granted on the first working day of each year.

Any unused portion of the total sick leave allowance shall be carried over to the
next school year and credited to such employee if the employee remains employed in
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the same school district. In the event any public school employee transfers from one (1)
public school district in Mississippi to another, any unused portion of the total sick
leave allowance credited to such employee shall be credited to such employee in the
computation of unused leave for retirement purposes under section 25-11-109,
Mississippi Code of 1972. Accumulation of sick leave allowed in the school district
shall be unlimited.
No deduction from the pay of such employee may be made because of absence
of such employee caused by illness or physical disability of the employee until after
all sick leave allowance credited to such licensed employee has been used.
For the first ten (10) days of absence of the employee because of illness or physical
disability, in any school year, in excess of the sick leave allowance credited to such
employee, there may be deducted from the pay of such employee the established
substitute amount of employee compensation paid in that local school district,
necessitated because of the absence of the employee as a result of illness or physical
disability. After the employee's authorized leave has been exhausted, the employee's
salary will be adjusted by having one contractual day's pay deducted for each day of
absence. Each employee will be notified at the ending of the school year of the number
of days they have accumulated.

SICK LEAVE USE
Sick leave may be taken in either one (1) or one-half (1/2) day
increments. Sick leave may be used for the following:
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• Personal illness
• Illness of spouse or child
• Death of a member of the immediate family (Immediate family is defined as
spouse, child, sister, brother, parents, grandparents or grandchildren)
• Absence due to bodily injury
• Death of an in-law (In-law is defined as father-in-law, mother-in-law, son-inlaw, daughter-inlaw, brother-in-law, and sister-in-law)
Additionally, sick leave may be used for severe illness of a parent provided a
physician's verification is obtained and presented to the employee's immediate
supervisor the day the employee returns from the absence.
The supervisor may also require a physician's statement for medical or dental
appointments to verify that the appointment could not be scheduled at a time that
would not interfere with the employee's work and that a delay in the appointment
would jeopardize the health of the individual.
JOB-RELATED INJURY SICK LEAVE
Employees who sustain a job-related injury may be entitled to workers' compensation
benefits. The employee may choose to use accumulated leave and receive full pay
along with their workers compensation benefits until accumulated leave is exhausted.
If an employee chooses not to use accumulated leave, school district compensation
will stop until the employee returns to work.
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APPENDIX C
TEACHER AND ADMINISTRATOR QUESTIONNAIRE
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Questions Used in Administrative Interview
1. Do you believe student attendance is affected by the regular classroom teacher
being absent? If so, in what way?
2. Do you believe that there is an increase or decrease in the number of students
cutting class when the regular teacher is absent? If so, what do you think is the
approximate difference in the number?
3. Do you find that there are more or less students in the hallways when regular
teachers are absent? Why?
4. What are your observations regarding student discipline when the regular teacher
is away from the classroom? Is there a difference in the number of discipline
referrals when regular teachers are absent? Why?
5. What do you feel is the quality of the lesson plans left for substitute teachers? Is it
busy work or a meaningful learning experience for students?
6. What is the feedback you get from regular teachers concerning work completed
with a substitute teacher?
7. Describe the typical training background of your substitute teachers.
8. What are your observations of the overall school climate when regular teachers
are away from the classroom?
9. Have you experienced any problems with substitute teachers in the classroom? If
so, what were they?
10. How would you improve situations regarding teacher absenteeism and substitute
effectiveness?
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APPENDIX D
PERCEPTION OF THE IMPACT OF TEACHER ABSENTEEISM
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Part I
Demographics
This is a confidential survey designed to gather data from teachers and administrators in a
rural Northeast Mississippi school district. In no way will information be presented on
individuals or certain schools in the district. Circle the appropriate answer. Please fill out
completely and return it in the enclosed envelope.
1. What is your age?
A.
B.
C.
D.
E.

20 – 30
31 – 40
41 – 50
51 – 60
Above 60

2. What is your gender?
A. Male
B. Female
3. What is your educational degree level?
A.
B.
C.
D.

Bachelors Degree
Masters Degree
Specialists Degree
Doctorate Degree

4. What is your position or administrative level?
A. Teacher
B. Assistant Principal
C. Principal
5. What is your experience level?
A.
B.
C.
D.
E.
F.

1–5
6 – 10
11 – 15
16 – 20
20 – 25
Above 25
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Part II
Perception of the Impact of Teacher Absenteeism
Please circle the number of the response that best corresponds to your perception for
each statement.
•Please record the number of the response that best corresponds to your perception in
the blank to the left of each statement.
_____1. Student absenteeism increases when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____2. Student tardiness increases when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____3. Student early dismissals increase when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____4. Students are more likely t o cut class when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____5. Students are likely to obtain early dismissals when they know their
regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent
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4
Disagree

5
Definitely
Disagree

_____6. Students are more disruptive during class when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____7. Students follow classroom rules when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____8. Students follow directions and complete assigned work when the regular
teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____9. Students are engaged in their classroom work for the duration of the period
when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____10. Student productivity is high when the regular teacher is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____11. There is an increase in the use of hall passes when the regular teacher
is absent.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____12. Students try to manipulate the classroom environment when the regular
teacher is absent for example: change seats, waste time, and use of task
behavior.
1
Definitely

2
Agree

3
Indifferent
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4
Disagree

5
Definitely

_____13. Lesson plans are thoroughly followed when substitutes are in the
classroom.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____14. Substitutes provide clear classroom directions and instructions.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____15. Students have a good rapport with substitutes.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____16. Students view having a substitute is like having a day off.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____17. Students are cooperative and work well with substitute teachers.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____18. Regular teacher lesson plans are thorough and clear enough for a substitute
to interpret and follow.
1
Definitely
Agree

2
Agree

3
Indifferent
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4
Disagree

5
Definitely
Disagree

_____19. The ordinary operation of the school environment is affected when and
excess (>4) substitutes are in the building.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____20. Normal school operating procedures are carried out when substitutes are
in the building, for example: cafeteria, bus, bathroom, hall duties, proper
attendance duties, etc.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____21. Administrators should closely monitor those classrooms with substitutes.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____22. Administrators should meet substitutes before they begin their coverage.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____23. Substitutes should have classroom management training before they
actually cover a classroom.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____24. Students would benefit more from a substitute with training than one
without training.
1
Definitely
Agree

2
Agree

3
Indifferent
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4
Disagree

5
Definitely
Disagree

_____25. The school environment would be positively affected if substitutes have
classroom management training.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____26. Regular teachers have a responsibility to the substitute teacher to leave
thorough, complete lesson plans.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

_____27. Regular teachers leave lesson plans that are review work or busy work for
the substitute to administer.
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

___28. Regular teachers and substitute teachers should review lesson plans
together, when possible, before the regular teachers’ absence.__
1
Definitely
Agree

2
Agree

3
Indifferent

4
Disagree

5
Definitely
Disagree

THANK YOU VERY MUCH FOR YOUR PARTICIPATION
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APPENDIX E
IRB APPROVAL LETTER
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